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AGREEMENT

This Agreement, dated September 30, 2001, amend-
ing the Agreement of September 30, 1996, is between
the ALCOA, INC., hereinafter referred to as the Company,
and the International Union, United Automobile,
Aerospace, and Agricultural Implement Workers of
America, and its Local No. 1050 at Cleveland, Ohio, here-
inafter referred to as the Union.

ARTICLE | — PURPOSE AND SCOPE

It is mutually recognized and agreed by the parties
hereto that the intent and purpose of this Agreement is to
promote and improve the working relationships between
the Company and the employees represented by the
Union. Further, it is mutually recognized and accepted as
a principle intended to be a general rule of conduct, and
vital to the interests of all concerned with this Agreement,
that sincere and good faith efforts be consistently prac-
ticed by all participants hereto to perform their duties and
encourage others to conduct themselves likewise in a dili-
gent, orderty and responsible manner so as to insure
efficient conduct of the Company’s operations in an
atmosphere free of ill-feeling and animosity.

The parties pledge themselves to a sincere effort to
overcome the influences which have interfered with
attainment of the above-mentioned goals. By such
arrangement the parties believe that they, as people of
good will with sound purpose, may best protect private
enterprise and its efficiency in the interest of all, as well as
the legitimate interests of their respective organizations
within the framework of a free society in which regard for
fact and falrness is essential.

Section 1. Coverage

It is the intent and purpose of the parties to set forth
certain agreements pertaining to wages, hours, and
working conditions to be observed between the parties,
and to provide procedures for the prompt and equitable
adjustment of grievances.



Section 2. Recognition

The Company recognizes the Union as the exclusive
collective bargaining agency for those employees of the
Company in its Cleveland, Ohio plant for which the Union
has heretofore been certified by the National Labor
Relations Board, or for whom the Company has recog-
nized the Union as the exclusive collective bargaining
agency. The provisions of the Agreement shall apply
solely to those employees for whom the Union has been
s0 certified or recognized.

Section 3. Direction of the Working Forces

Except as may be limited by the provisions of this
Agreement the operation of the plant and the direction
of the working forces, including the right to hire, layoff,
suspend, dismiss, and discharge any employee for
proper and just cause are vested exclusively with the

Company.

The selection of an individual to fill any job of a super-
visory nature not included within the bargaining unit is the
exclusive determination of the Cormpany.

Section 4. Negotiation of Excluded Matters

The Company is willing at afl times to discuss and
negotiate any matter pertaining to hours and working
conditions not in conflict with or not covered by this
Agreement and not determined in negotiations of this
Agreement. Such negotiations shall be with property cer-
tiffed representatives of the Union with the object of
reaching a satisfactory understanding.

ARTICLE Il — UNION SECURITY AND CHECK-OFF
A. Union Membership

1. Each employee who on the effective date of this
Agreement is a member of the Union in good standing
and each employee who becomes a member after that
date, shall as a condition of employment, maintain his/her
membership in the Union.

2. Each employee hired on or after September 28,
1956, shall, as a condition of employment, beginning on
the 30th day following the beginning of such employment
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ARTICLE Il (Contd)

or the effective date of this Agreement, whichever is the
later, acquire and maintain membership in the Union.

3. On or before the tast day of each menth the Union
shall submit to the Company a notarized list showing sep-
aratety for each plant the name, department and clock
number of each employee who shall have become a
member of the Union in good standing other than through
the procedures pursuant to Paragraph A-2 above since
the last previous list of such members was furnished to
the Company. The Company shall continue to rely upon
the membership lists which have been certified to it by
the Union in the past, subject to revision by the addition
of new members certified to it by the Union to the date of
this Agreement and to the deletion of the names of
employees who have withdrawn from membership prior
to the date of this Agreement.

For the purpose of this Article, an employee shall not
be deemed to have lost his/her membership in the Union
in good standing until the local Financial Secretary of the
Unicn shall have determined that the membership of such
employee in the Union is not in good standing and shall
have given the Company a notice in writing of that fact.

The foregoing provisions shall be effective in accor-
dance and consistent with applicable provisions of
federal and state law.

B. Check-Off

1. The Company will check-off monthly dues, assess-
ments, and initiation fees each as designated by the local
Financial Secretary of the Union, as membership dues in
the Union, on the basis of individually signed voluntary
check-off authorization cards in forms agreed to by the
Company and the Union.

2. At the time of his/her employment, the Company will
suggest that each new employee voluntarily execute an
authorization for the check-off of Union dues in the form
agreed upon. A copy of such authorization card for the
check-off of Union dues shall be forwarded to the
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Financial Secretary of the local Union along with the
membership application of such employee.

3. New check-off authorization cards other than those
provided for by Paragraph B-2 above will be submitted to
the Company through the Financial Secretaries of the
local Unions at intervals ne more frequent than once each
month. On or before the last day of each month the Union
shall submit to the Company a summary list of cards
transmitted in each month.

4. Deductions on the basis of authorization cards sub-
mitted to the Company shall commence with respect to
dues for the month in which the Company receives such
authorization card or in which such card becomes effec-
tive, whichever is later. Dues for a given month shall be
deducted from the third pay period ending in the current
month.

5. In cases of eamings insufficient to cover deduction
of dues, the dues shall be deducted from the next pay in
which there are sufficient earnings, or a double deduction
may be made from the third pay of the following month,
provided, however, that the accumulation of dues shall be
limited to two months. The local Financial Secretary of the
Union shall be provided with a list of those employees for
whom a double deduction has been made.

6. The Union will be notified of the reason for non-
transmission of dues In case of interplant transfer, layoff,
discharge, resignation, leave of absence, sick leave,
retirement, or insufficlent earmings.

7. Unless the Company is otherwise notified, the only
Union membership dues to be deducted for payment to
the Linion from the pay of the employee who has fur-
nished an authorization shall be the monthly Union dues.
The Company will deduct initiation fees when notified by
notation on the lists referred to in Paragraph 3 of this sub-
section, and assessments as designated by the local
Financial Secretary. With raspect to check-off authoriza-
tion cards submitted directly to the Company, the
Company will deduct initiation fees unless specifically

9



ARTICLE 1l (Cont'd)

requested not to do so by the local Financial Secretary of
the Union after such check-off authorization cards have
become effective. The local Financial Secretary of the
Union shall be provided with a list of those employees for
whom Initiation fees have been deducted under this
Paragraph.

8. The provisions of this Subsection B shall be effective
in accordance and consistent with applicable provisions
of federal law.

9. During the life of this Agreement, the Company
agrees to deduct from the pay of each employee vol-
untary contributions to UAW V-CAP, provided that
each such employee executes or has executed the fol-
lowing “Authorization for Assignment and Checkoff of
Contributions to UAW V-CAP” form; provided further,
however, that the Company will continue to deduct the
voluntary contributions to UAW V-CAP from the pay of
each employee for whom it has on file an unrevoked
sAuthorization for Assignment and Checkoff of
Contributions to UAW V-CAP” form.

Deductions shail be made only in accordance with
the provisions of and in the amounts designated in
said “Authorization for Assignment and Checkoff of
Contributions to UAW V-CAP" form, together with the
provisions of this section of the Agreement.

A properly executed copy of the “Authorization for
Assignment and Checkoff of Contributions to UAW V-
CAP” form for each employee for whom voluntary
contributions to UAW V-CAP are to be deducted here-
under, shall be delivered to the Company before any
such deductions are made, except as to employees
whose authorizations have heretofore been deliv-
ered, Deductions shall be made thereafter, only under
the applicable “Authorization for Assignment and
Checkoff of Contributions to UAW V-CAP" forms
which have been property executed and are in effect.

Deductions shall be made, pursuant to the forms

received by the Company, from the employee’s first
union dues period in the first month following receipt
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of the checkoff authorization card and shall continue
until the checkoff authorization is revoked in writing.
The Company agrees to remit said deductions
promptly to UAW V-CAP, in care of:

Bank One, Dept. 78232
Article 23 Voluntary Exchange
PO Box 78000

Detroit, Ml 48278-0232

The Company further agrees to furnish UAW V-CAP
with the name, address, Social Security number, and
date of last authorization of those employees for
whom deductions have been made. The Company
further agrees to furnish UAW V-CAP with a monthly
and year-to-date report of each such employee’s
deductions. This information shall be furnished along
with each remittance on a floppy disk or magnetic
tape, in ACSII or some other commeon format conve-
niently available to the Company’s accounting
systems.

C. The following provisions to the extent that they are law-
ful shall apply:

Each employee covered by this Agreement who fails to
acquire or maintain membership in the Union, shall be
required as a condition of employment, beginning on the
31st day following the beginning of such employment or
the date of signing of this amended Agreement,
whichever is later, to pay to the Unicn each month a serv-
ice charge as a contribution toward the administration of
this Agreement and the representation of such employee.
The service charge for the first month shall be in an
amount equal to the Unicn's regular and usual initiation
fee and monthly dues, and for sach month thereafter in an
amount equal to the regutar and usual monthly dues.

D. Indemnity Clause

The Union shali indemnify and save the Company
harmless against any and all claims, demands, suits, or
other forms of liability that shall arise out of or by reason
of action taken or not taken by the Company for the pur-
pose of complying with any of the provisions of this
Article, or in reliance on any list, notice or assignment fur-
nished under any of such provisions.
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ARTICLE Ill — CONTINUATION OF WAGE RATES

The hourly wage rates for the jobs covered by this
Agreement, as established by the Wage Agreernent dated
August 14, 1967, and subsequently changed in accor-
dance with contractual procedures or by agreement of
the parties will not be changed for the period of this
Agreement, except by mutual agreement, or except as
changes are made under Article XXIV (New and Changed
Job Classifications) of this Agreement.

A table of Standard Hourly Rates to be effective during
the term of the 2001 Labor Agreement is attached hereto
as Appendix .

ARTICLE IV — GRIEVANCE PROCEDURE

Section 5. Scope

The grievance procedure may be applied to any differ-
ences, disputes, or complaints regarding the
interpretation or application of this Agreement, or regard-
ing matters of wages, hours, and working conditions
excluded from or not covered by this Agreement.

Except as provided in Article XXIV, Section 43 and 44,
a grievance shall be initiated within five (5) days {exclud-
ing Saturdays, Sundays and holidays) of the time at which
the grievant became aware, or should have become
aware, of the facts on which the grievance is based,
unless preciuded from filing a grievance by some deter-
mining circumstance beyond his/her control. In such case
the five {5) day limitation shall become effective when
such determining circumstances cease.

Section 6. Procedure

1f an employee has a grievance, either the employes or
his/her proper Union representative or representatives
may take up the matter with the proper representatives of
the Company in the following steps:

1. With the immediate supervisor.
2. With the department head or his/her representative.

All requests for hearing with such local representatives
of the Company shall be granted as soon as possible and
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in no event later than the following (unless further time is
mutually agreed upon):

First Step, two (2) days, on which the grieving
employee works after the grievance s first presented.

Second Step, three (3) days, on which the grieving
employee works after appeal of the grievance from first
step.

Grievances shall be answered by local representatives
of the Company as follows (unless further time is mutually
agreed upon).

First Step, within three (3) days.
Second Step, within fourteen (14) days.

Third Step, within sixty (80) days after the final hearing
at this step.

Notwithstanding the above, grievances for which a
request for hearing has not been made within (30) days
after appeal to Step 2 shall not be processed further
except by mutual agreement.

The local Union and the local plant Management may
negotiate such modifications of or additions to Steps 1 or
2 as may be suitable to the local situation.

3. Should such highest ranking local representative of
the Company and the Union fail to agree and the local
Union wishes further review, the grievance and the written
answer of the highest ranking local representative of the
Company will be provided by the local Union to the
International Vice President and Director of the Alcoa
Department-UAW of the International Union.

Grievances so appealed shall be reviewed by the
Company’s representative for the purpose of determining
the need for a further hearing. If it is determined that a fur-
ther hearing is not necessary, the International Unicn will
be so advised in which case the International Union may
appeal the grievance directly to arbitration, or in the event
the issue involved in the grievance is not arbitrable, pur-
sue the five-day procedure as provided in Section 15 of
the Labor Agreement. If it is determined that a further
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Section 6 (Cont'd.)

hearing is necessary, a mutually satisfactory date shall be
arranged as promptly as possible for a meeting between
a representative of the International Union and the
Company. In any event the Company shall within ninety
{90) days after receipt of the appeal to the third step, com-
plete its review and either give notification that a further
hearing is not necessary or contact the international
Union for the purpose of setting a hearing date.

All grievances appealed beyond the first step shall be
reduced to writing by the Union and answers thereto by
the Company beyond the first step shall be in writing.

The time requirements for hearings and answers'pro-
vided herein are for the purpose of preventing unjustified
or unreasonable delays in grievance processing.
However, the parties recognize that circumstances may
make it impossible to properly hear and fully investigate
and decide each grievance within the provided time lm-
fts. The parties, therefore, agree that the times for
hearings and answers at the various grievance steps may
be extended by mutual agreement on a case by case
basis. The Company agrees to notify the appropriate
Union representative when it believes such a time exten-
sion is required, and the Union agrees that it will not
unreasonably withhold agreement to such requested
extensions.

Section 7. Limitations

No wage claims shall be allowed retroactively prior to
the date the grievance thereon is presented unless it was
not reasonably possible for the claimant to know he/she
had grounds for such claim and in such case shall not be
valid for any period greater than thirty (30) days prior to
the date the grievance is presented.

i a grievance is not appealed within seven (7) working
days from the date a written reply is received at any step,
back pay will not accumulate for the time elapsing
between the end of such period and the time the appeal
is made.

The appeal of grievances to Step 2 must be made
within thirty (30 days) of the answer at the previous step.
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Grigvances appealed to the 3rd step of the grievance pro-
cedure must be made within B0 days of the answer at the
2nd step. Grievances certified to arbitration must be s¢
appealed within 90 days of the answer at the 3rd step of
the grievance procedure, and must be heard in arbitration
within a period of 365 calendar days following the date of
certification. However, the period of 365 calendar days
may be extended by mutual agreement between the
International Vice President and Director, Alcoa
Department-UAW, and the General Manager of industrial
Relations of the Company or their designated representa-
tives. Grievances appealed after the expiration of the
foregoing time periods will not be processed further
except by mutual agreement.

A retroactive date may or may not be fixed within these
limitations,

Time limitations, as specified in this Article 1V, shall be
calendar days exclusive of Saturdays, Sundays and holi-
days specified in Article IX, Section 23.

Section 8. Access to Plants

An International Representative of the Union shall be
granted access to the plants of the Company for the pur-
pose of investigating grievances which are being
considered by the Union and the Company at the third
step of the grievance procedure, provided such investiga-
tions do not conflict with any government regulations and
are in accordance with general rules agreed upan by the
Company and the Union.

ARTICLE V — ARBITRATION

Section 9. Scope

Not all grievances are subject to arbitration, The scope
of arbitration and the jurisdiction of the Board of
Arbitration are defined in Section 13.

Grievances may be submitted to arbitration by either
party after the grievance procedure has been exhausted
subject to the following principles and procedure,

At least forty-five (45) days prior to any scheduled arbi-
tration hearing the Union will endeavor to supply the
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Section 9 (Cont'd.)

Company with a written list of grievances to be heard at
such hearing. The parties shall confer regarding the
sequence of grievances to be heard at such hearings.

Section 10. Arbitration Board

A. A Board of Arbitration is hereby established for the
plant located at Cleveland, Ohio, consisting of one repre-
sentative of the Union, one representative of the
Company, and a third wholly disinterested party, called
the Umpire, to be selected by the parties’ representatives
from time to time as may be agreed.

B. The Board, as above described and constituted,
shall assume the functions, duties, powers, and juris-
diction as otherwise described in this Article.
Grievances submitted to the Board shall be decided by
majority vote of the members of the Board and awards
shall be issued under the sole signature of the Umpire,
Decistons and awards of the Board shall be final and
binding on the parties.

Section 11. Duties of the Arbitration Board

It shall be the duty of the Board of Arbitration to hear
disputes on subjects within its jurisdiction certified to it by
the Union or the Company after the grievance procedure
of the Agreement has been exhausted. Such hearings
shall be held in the geographic area of the plant involved
unless otherwise agreed to by the Union and the
Company.

Section 12. Finality of Awards

The decisions and awards of the Board of Arbitration
shall be final and binding upon the parties.

Section 13. Jurisdiction

A. The Board of Arbitration shall regard the provisions
of this Agreement and the Local Agreement Supplements
as the basic principles and fundamental faw goveming
the relationship of the parties. The Board's function is to
interpret the provisions of the Agreement and to decide
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cases of alleged violation of such provisions. The Board
shall not supplement, enlarge, diminish, or alter the scope
or meaning of the Agreement as it exists from time to
time, or any other provisions therein, nor entertain juris-
diction of any subject matter not covered thereby (except
to the extent necessary to determine its jurisdiction).
Without limiting the foregoing, the subjects of wages
{including incentives) and production standards are
excluded from arbitration except that wage rates are arbi-
trable for new or changed job classifications under the
New and Changed Job Classifications Article of this
Agreement and except that questions of compliance with
Article lil {Continuation of Wage Rates) are arbitrable.

B. Whenever the Board may determine that the subject
of a dispute is, or a decision or award thereon would be,
beyond its jurisdiction, or would contravene this Section
13, it shall dispose of the case by reducing such determi-
nation to writing and refer the dispute to the parties.

C. The Board shall not take jurisdiction of any dispute
or grievance arising under any prior agreements.

Section 14. Costs

The compensation and expenses of the Umpire shall
be borne equally by the parties.

Section 15. Agreement Against Strikes and Lockouts

A. As fo any dispute subject to arbitration, the Union
agrees that it will not cause nor will its members take part
in any strike or work stoppage, and the Company agrees
that it will not cause any lockout.

B. As to any dispute not subject to arbitration, no strike,
wark stoppage or lockout will be cause or sanctioned
until negotiatiohs have continued over a period of at least
five (5) days at the final step of the grievance procedure
described in Article IV (Grievance Procedure), and not
even then shall a strike occur unless sanctioned by the
International Union, UAW. Thereafter any strike which
oceurs under such circumstances shall not be deemed to
be a violation of this Agreement, which shall continue to
remain in full force notwithstanding such strike.
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Section 15 (Cont'd.)

C. During the life of this Agreement the Union will not
cause nor will its members take part in any slowdown or
similar interference with production.

D. The Company has the right to discipline or discharge
anyone guilty of violating the provisions of this Section,
but the Union, its agents or officers will not be liable for
damages in breach of contract in the event of sirikes or
work stoppages which the Union has not authorized and
as to which the Union has used all reasonable efforts to
prevent and terminate, or in the event of an authorized
strike or work stoppage which is not prohibited under this
Agreement. In the event of an appeal to the Board of
Arbitration of a grievance involving action taken under this
Paragraph, the Board shall have the right, in its discretion,
to affirm, reverse, or modify the disciplinary penalty.

ARTICLE VI — DISCIPLINARY ACTION

A. No dismissal, discharge or disciplinary layoff in
excess of five (5) days shall be imposed until a five (5} day
suspension shall have elapsed. Written notice of such dis-
ciplinary action and the reason therefore will be sen
promptly to the locai Union, and the departmental stew-
ard will be advised of such action if he/she is available.
Any grievance arising out of such disciplinary action shall
be disposed of during such five (5) days’ suspension
period insofar as possible.

An employee will receive a copy of any disciplinary
warning or other disciplinary action entered on his/her
personne! record.

In the case of matters invaolving non-attendance
discipline, neither the Company nor the Union will
take into account items on an employee’s personnel
record which occurred more than three {3) years
previously.

In the case of matters involving attendance disci-
pline, such discipline will remain on an employee’s
personnel record for a total of three (3) years at which
time the discipline will be removed from the
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employee's record and any other attendance disci-
pline remaining on his/her record will roll back one (1)
level.

B. Where a suspension has been imposed, the
employee shall, upon request, have a reasonable oppor-
tunity to consult with his/her departmental steward or if
such departmental steward is not available, any other
authorized Union representative who is available within
the plant in which the employee works before the
employee leaves the plant, except in cases of intoxication,
fights or any disturbance. Such consultation shall not be
a step in the grievance procedure.

C. if it is determined that the dismissal, discharge, or
disciplinary layoff was not for proper cause, restitution of
pay for time lost may be made within the terms of the
grievance procedure.

ARTICLE Vil — LEAVE OF ABSENCE

Section 16. Employees

A leave of absence without pay or an extension thereof
will be granted an employes upon request for reasonable
cause when the requirements of the plants permit under
the following conditions:

A. An employee absent on leave or an extension
thereof shall be considered as having quit if he/she
engages in other employment without the consent of the
Company and the Union,.

B. A leave of absence or an extension thereof shall be
for a specified period of time. The Union will be natified in
writing of any leave of absence and the reason therefore
granted for a period of thirty {30} days or more or any
extension thereof. Notwithstanding any provisions of
Section 27, an employee who overstays his/her leave of
absence without first notifying his/her plant Management
and securing permission for the extension, unless such
notification proves to be impractical, may be subject to
disciplinary action.

18



Section 16 (Cont'd.)

C. During any such leave of absence or an extension
thereof, the employee’s company seniority shall accumu-
late but his/her departmental seniority shall not
accumulate beyond the limitations prescribed in this
Agreement.

D. An employee absent on an approved Family
Medical Leave is permitted but not required to substi-
tute vacation or personal days for unpaid Family
Medical Leave.

Section 17. Union Officials

Leaves of absence shall be granted to employees for
the purpose of holding office in the International Union as
well as in the local Union. Such a leave of absence shall
be for the period of the term of office but not to exceed
two years with the privilege of renewal. Upon termination
of such leave of absence, the employee will be re-
employed In the department in the plant in which he/she
worked and in the classification to which the employee’s
seniority entitles him/her, if such work is available. If such
work is not available, the returning employee shall have
rights in accordance with the reduction of forces provi-
sions of this Agreement. Any employee who was duly
elected or selected by the Union to an office of the
International Union or local Union prior to August 1, 1962,
and was on a leave of absence or renewal thereof without
pay as of August 1, 1962, shall not have his/her company
seniority broken and the employee's departmental senior-
ity shall accumulate from August 1, 1962, for the
remaining period of his/her leave or renewal thereof in
accordance with Article Xvl, Paragraph B, Departmental
Senlority, as though he/she was on layoff from the bar-
gaining unit.

Any employee who, after August 1, 1962, is or was duly
elected or selected by the Union to an office of the
International Union or local Union and is or was granted a
leave of absence or renewal thereof without pay shall
accumulate comparty seniority and his/her departmental
seniority shall accumulate in accordance with Article XV,
Paragraph B, Departmental Seniority, as though he/she
were on layoff from the bargaining unit.

20



ARTICLE VIIl — ALLOWED TIME

Section 18. Call-In Pay

An employee called to work on a nonscheduled day or
shift shall receive not less than eight (8) hours’ pay at
his/her regular hourly rate.

Section 19. Incomplete Day's Work

A. An employee permitted to come to work at the
beginning of his/her scheduled shift without having been
reasonably notified that there will be no work for him/her
shall receive not less than eight (8) hours’ pay at the
employee's regular hourly rate.

B. An employee permitted to come to work at the
beginning of his/her scheduled shift without having been
reasonably notified that there will be no work for him/her
shall receive not less than the employee's regularly sched-
uled hours of work (not to exceed eight [8]), at his/her
regular hourly rate if the employee is put to work except in
cases resulting from conditions beyond the control of the
Company, in which cases Paragraph A wiil apply.

¢. The Company may offer such an employee work
other than in his/her own classification; if the employee
refuses such work, he/she thereby forfeits his/her right to
such eight (8), or scheduled, hours’ pay, provided the
work offered is within the reasonable capacity of the indii-
vidual to perform.

D. This Article does not apply in cases resulting from a
labor dispute.

ARTICLE IX — HOURS OF WORK, OVERTIME AND
PREMIUM PAY
Section 20. Hours of Work

The normal work day shall be eight (8) hours and the
normal workweek shall be forty (40) hours, being the nor-
mal time worked at straight time rates. Nothing in this
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Section 20 (Cont'd.)

Section is a guarantee of work or any number of hours of
work, or a limitation on scheduling the work.

Section 21. Daily Overtime

Time and one-half shall be paid for time worked in
excess of eight (8) hours in any one day.

Section 22. Sixth or Seventh Consecutive Day and
Sunday Work

A. Time and one-half shall be paid for time worked by
an employee on the sixth consecutive day worked in
his/her regularly scheduled work week.

B. Double time shall be paid for time worked by an
employee on the seventh consecutive day worked in
his/her regularly scheduled work week.

C. For the purpose of computing consecutive days
worked, any holiday listed in Section 23 shall be consid-
ered a day worked whether or not work is actually
performed. Further, any day for which an employee
receives bereavement pay or jury and witness pay as pro-
vided for in Articles XXVI or XX shall be considered a day
worked whether or not work is actually performed.

D. For the purpose of computing consecutive days
worked, a day on which an employee qualifies for Allowed
Time under Article VIll, or works two (2} hours or more,
and does not leave the plant before the end of his/her
shift, except for a substantiated justifiable reason, shall be
considered as a day worked. The requirement to work
two {2) hours or more shall not apply in cases of bona fide
personal iliness. Misrepresentation of the above reasons
for leaving the plant may be the cause for disciplinary
action.

E. Time and one-half shall be paid for time worked on
Sundays. Such premium based on the hourly wage rate
shall be included in any Allowed Time (Article VHI) paid on
Sundays when no work is available.
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Section 23. Holiday Pay

A. The following days shall be recognized as holidays
for the purposes of this Agreement: New Year's Day,
Washington's Birthday (or such cother day as may be
locally agreed to), Good Friday, Memorial Day,
Independence Day, Labor Day, Thanksgiving, the day
after Thanksgiving, the day before Christmas Day, and
Christmas Day. When any of these holidays fall on a
Sunday, the following day, Monday, will be recognized as
the holiday. If Christmas falls on Monday, the following
Tuesday shall be recognized as the “day before
Christmas” holiday.

B. Employees shall be paid for the holidays providing
they meet all of the following eligibility requirements:

1. The employee has thirty (30) days' seniority as of the
date of the holiday,

2. (a) The employee works his/her last scheduled day
before and following the holiday[s1]; (except that if either
the scheduled day before the holiday or the scheduled
day after the holiday falls in a different workweek than the
holiday, the employee must work on one (1} such sched-
uled day), or is on a vacation scheduled under the
Vacation Plan {Article X, Vacation) or receives bereave-
ment pay on the day before or the day after the holiday, or
both, or is on a layoff because he/she is not eligible for a
vacation at the time of a vacation shutdown during the
payroll week during which the holiday occurs, or per-
forms jury service, or is a witness in a court of law, as
required in Article XX, on each of his/her scheduled days
in such week, or

{b) The employee is absent due to personal iliness or
accident and is not eligible for sickness and accident
henefits for such week because of the waiting period,
provided he/she is eligible for and receives sickness and
accident benefits for such illness or accident for the fol-
lowing week.

C. An employee who is scheduled to work on a holiday
and is absent for any reason except sickness is not eligi-
ble for holiday pay.
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Section 23 (Cont'd.)

D. The holiday pay shall be at the employee’s regutar
hourly rate for eight (8) hours. Overtime and shift premi-
ums are excluded.

E. Double time and one-half only shall be paid for work
performed on the above-named holidays.

F. When a holiday falls on Sunday and is observed on
the following Monday, the above provisions will apply.

Section 24. Weekly Cvertime

Time and one-half shall be paid for time worked in
excess of forty (40) hours in any payroll week (or estab-
lished work week);, however, time worked in excess of
eight (8) hours in any week day and such time worked on
Sundays, or on the sixth or seventh consecutive day
worked, as may be subjected to overtime shall be
excluded when determining weekly overtime in excess of
forty {40) hours.

Section 25. General Rules

A. If an employee is required to work over eight (8)
hours per day or on any day which is not part of his/her
regular schedule, the employee shall not be required to’
lose time or layoff from his/her regular scheduled days in
that payroll week, provided there is work for which he/she
would be regularty scheduled.

B. The Company will distribute such overtime work as
is necessary as equally as possible between employees
within the classification by area affected by this overtime
work.

C. Payment of overtime or premium rates shall not be
duplicated for the same hours worked, but the higher of
the applicable rates shall be used. Hours compensated
for at overtime or premium rates shall not be counted fur-
ther for any purpose in determining overtime or premium
pay liability under the same or any other provisions.
Except as otherwise provided, hours paid for but not
worked shall not be counted in determining overtime or
premium pay liability.
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Section 26, Shift and Schedule Premiums

Shift premium rates appropriate to the job grade paid
shall be paid for work performed on the second or after-
noon shift and for work performed on the third or night
shift. A table of shift premium rates by job grade to be
effective during the term of the 2001 Labor Agreement is
attached hersto as Appendix V,

A. The shift differential shall be included in computing
overtime compensation.

B. The shift differential shall be included in Allowed
Time paid when no work is available.

C. Time worked beyond an employee's regular first or
day shift hours for four (4) hours or more will result in pay-
ment of the afternoon shift premium for all hours worked
during the second or afternoon shift.

D. Time worked beyond an employee’s regular second
or afternoon shift hours for four {4) hours or more will
result in payment of the night shift premium for all hours
worked during the third or night shift.

E. Time worked beyond an employee's regular third or
night shift hours shall result in continued payment of the
night shift premiurn for all hours worked during the first or
day shift.

F. When an employee's regular work schedule over its
normal cycle provides for other than consecutive days (up
to and including five [5] days), Monday through Friday,
except as he/she may be schaduled for or work additional
time on what would normally be a sixth or seventh day,
the employee shall be entitled to a schedule premium of
thirty (30} cents per hour for each hour in the work week,
except as provided for in the following Paragraph:

1. If the schedule cycle of such employee includes
work weeks of Monday through Friday in each of half or
more of the work weeks of the schedule cycle, the sched-
ule premium shall not be payabie for the Monday through
Friday work weeks but shall be payable for the other work
weeks of the schedule cycle.
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Section 26 (Cont'd.)

2, The schedule premium referred to in this Section 26
shall be considered an “add-on” and shall not be deemed
part of the employee’s Standard Hourly Rate. Such pre-
mium shall be paid only for hours worked and shall not be
included in the base for calculation of any premium pay,
benefit or other pay additive except overtime and
Incomplete Day's Work in accordance with Article Vill.
This provision supersedes any other contract provision
relating to the calculation of premium pay, benefit or pay
additive except overtime and Incomplete Day's Work.

ARTICLE X — VACATIONS

The following regulations shall govern the Vacation Plan
for Hourly Rated Employees.
A, Eligibility

1. An employee shall be entitled to a vacation with pay
during a calendar year if, at December 31 of the preced-
ing year or at any time while he/she is working between
January 1 and November 30, inclusive, of such calendar
year, he/she has completed one or more years of accu-
mutated departmental seniority and has either (a) worked
1000 or more hours in the immediately preceding 365
days or (b} worked in at least 60% of the preceding 52
weeks, provided during such period the scheduled work
weeks have been reduced below five (5) days per week
for more than twenty-six (26) weeks. For the purposes of
determining whether 1000 or more hours have been
worked, time tost during such 365 days due to an injury
arising out of company employment, or due to Jury or
Witness Duty (Article XX), or due to absence from wark
while on a previous year's vacation or due to Bereavement
Pay (Article XXVI) shall be added to the actual hours the
employee worked at the rate of eight (8) hours per day but
no more than forty (40) hours per week.

An employee otherwise eligible, who on November 30
lacks 31 days or less of the required accumulated depart-
mental seniority will be deemed to have satisfied the
seniority requirements for seligibility and for length of vaca-
tion.

2, An employee, who in any calendar year obtains a
leave of absence for the purpose of entering the Armed
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Forces, and who provides proof of having entered the
Armed Forces, in such year, will be cradited with hours
worked at the rate of eight (8) hours per day but not more
than forty (40) hours per week during such leave up to the
date of having entered the Armed Forces, for the purpose
of determining whether 1000 hours have been worked
during the immediately preceding 365 days, and will be
credited with accumulated departmental seniority for the
balance of such year for the purpose of satisfying the
seniority requirements for eligibility and length of vacation
for that year.

An employee who, after being honorably discharged
from the Armed Forces, is reinstated pursuant to the
Company’s Military Service Regulations, shall in the year
of his/her reinstatement to active employment without
regard to the hours or weeks worked requirement be enti-
tled to a regular vacation.

3. Any employee otherwise entitled to a vacation pur-
suant to this Agreement in the calendar year in which
he/she retires under the terms of the Pension Agreement
between the Company and the Union, which makes
hirm/her eligible for a special retirement payment, but who
has not taken such vacation prior to the date of such
retirement, shall not be required to take a vacation in that
calendar year and shall not be entitled to vacation pay for
that calendar year or in any subsequent year.

B. Length of Vacation

An eligible employee who has attained the years of
accumulated departmental seniority indicated in the fol-
lowing table in any calendar year during the continuation
of this Agreement shall receive a vacation {except as oth-
erwise provided) corresponding to such years of
accumulated departmental seniority as shown in the fol-
lowing table:

Accumulated Departmental Weeks of
Seniority Vacaticn
1 year but less than 3 years 1 week
3 years but less than 10 years 2 weeks
10 years but less than 17 years 3 weeks
17 years but less than 25 years 4 weeks
25 years or more 5 weeks
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ARTICLE X (Cont'd.)

The vacation taken shall consist of consecutive days
and shall include Sundays and holidays; however, vaca-
tions of two, three, four, or five weeks may consist of
separate periods of one week each.

C. Return from Vacation

Notwithstanding any provisions of Section 27, an
employee who overstays his/her vacation leave without
first notifying his/her ptant Management and securing
permission for the extension, unless such notification
proves to be impractical, may be subject to disciplinary
action.

D. Vacation Scheduling

1. The vacation period shall be from January 1 to
December 31, inclusive.

2. Time lost by an employee for a period of at least an
entire payroll week during the vacation period due to the
necessity of reducing the working forces or due to bona
fide sickness or injury or due to leave of absence may be
applied to any vacation time to which such employee is
entitled if the employee so requests,

3. it is the intent and purpose of the Vacation Plan that
all eligible employees shall receive benefit of a vacation
from work. However, the employee who is required to
work instead of taking time off for vacation shall be enti-
tled to vacation pay in addition to his/her regular pay
provided he/she has not had time lost as described
applied to all vacation time to which he/she is entitled.

4. In light of the amount of vacation provided by this
Article, the local Union and the local Management may
meet as necessary to review vacation scheduling proce-
dures for the purpose of arriving at mutually satisfactory
scheduling arrangements.

5. If no local agreement exists at a plant concerning
vacation scheduling procedures, the following provision
shall apply:

The employee shall take his/her vacation as scheduled
by the Management but with consideration being givento
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the employee’s wishes as to the time his/her vacation is to
be scheduled.

E. Reports

From time to time during the term of this Article, the
Company shall furnish the Union on forms and at times to
be agreed upon, with such information as may be reason-
ably required for the purpose of enabling it t0 be properly
informed concerning the operation of this Article.

F. Vacation Pay

1. The vacation pay for a vacation of one week shall be
the employee's average hours worked per week (not less
than 40 hours and net more than 48 hours) multiplied by
the employee’s average earnings per hour (exclusive of
overtime earnings). The vacation pay for two, three, etc.,
weeks shall be twice, three times, etc., that amount,
respectively. The employee’s average eamings per hour,
as well as the employee’s average hours worked per week
are averaged over the last payroll quarter which ended 28
days or more prior to the date on which the vacation
period begins or the date the vacation is considered as
starting. Excluded from such period will be any week in
which a paid holiday is observed, or any week during
which the employee receives Jury or Witness Pay, or any
week during which he/she was on a paid vacation,

Vacation pay computed on the basis of a calcutation
period prior to a general wage increase for a vacation, or
portion thereof, scheduled after such wage increase in
such year shall be adjusted for such increase.

A week shall be deemed to fall in the period in which it
commences.

2. The vacation pay will be paid as follows:

{a) Vacation pay will be paid on the paydays for the
period of the employee's vacation. However, an employee
may receive vacation pay in a lump sum for vacation time
off provided such request is made in writing to the
Company at least 14 days prior to the date he/she wishes
each lump sum; however, such lump sum shall not be
paid prior to the last day worked before his/her vacation
is scheduled to start.
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ARTICLE X (Contd.)

{b) For the employee who requests that regular vaca-
tion be applied because of time lost or who works instead
of taking time off, as described under D-2 and D-3, the
vacation pay shall be paid himv/her on the first regular pay
day occurring not less than ten days following the date the
employee makes such request.

{c) In the event of death of an employee who was eligi-
ble for a vacation, the entire amount of vacation pay to
which he/she would have been entitled shall be paid to
his/her proper legal representative,

G. in the event of a war or other national emergency, or
federal legislation designed to reduce the normal work
week below 40 hours, either party may notify the other of
a desire to negotiate with respect to an appropriate mod-
ification of this Plan or its termination. In the event of
failure to agree within 120 days from such notice, if given
as a result of the above-described type of federal legisia-
tion, the Plan shall remain in effect subject to the
termination provision of the Agreement, but the parties
shall be free to strike or lockout in support of their posi-
tions with respect to such matters (and no other)
notwithstanding the provisions of any other agreement
between the parties.

ARTICLE XI — SUPERVISORS

Supervisors and Temporary Assigned Supervisors
shall act in a supervisory capacity and shall not perform
work so as to replace regular workers or operators on the
job. Superintendents and other supervisors, including
temporary assigned supervisors however, may per-
form such work when necessary to instruct other
employees and may perform experimental, development,
and other research work. This Article does not apply to
lead persons, gang leaders, and similar squad leaders
who are within the bargaining unit.

ARTICLE Xl — BULLETIN BOARDS

The Company will provide adequate bulletin boards in
the principal departments of, or at other suitable loca-
tions in each plant, and will post exclusively thereon
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notices {not larger than legal caption paper) of Union
mestings and Union activities as may be submitted by the
Union for such. All such notices shall be countersigned by
an officer of the local Union.

ARTICLE Xlll — MILITARY SERVICE

A. The Company agrees to comply with all applicable
federal laws relating to the reemployment rights of
veterans.

B. An employee entitled to reinstatement under this
Article who applies for reemployment and who desires to
pursue a course of study in accordance with the federal
law granting him/her such opportunity before or after
returning to his/her employment with the Company shall
be granted a leave of absence for such purpose.

ARTICLE XIV — DISABLED OR HANDICAFPPED
EMPLOYEES

The local Union and the local Management may, by
mutual agreement, provide rules whereby disabled or
handicapped employees may be assigned to jobs which
they are able to perform without regard to the provisions
of Article XV, Seniority, or Article XVil, Work and Job
Assignment.

ARTICLE XV — ANTI-DISCRIMINATION

There shall be no discrimination at the time of employ-
ment against any prospective employee because of
membership or nonmembership in any labor organiza-
tion, and there shall be no discrimination against any
employee by SUpervisors, superintendents, or any cther
person in the employ of the Compary because of mem-
bership or nonmembership in any labor organization.

In accordance with the policy established and
maintained since the inception of their collective
bargaining relationship, the Company and the Union
agree that the provisions of this Agreement shall
apply to all employees covered by the Agreement
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ARTICLE XV (Contid.)

without discrimination, and in carrying out their
respective obligations under this Agreement neither
will discriminate against any employee on account
of race, color, national origin, age, sex, religion,
Vietnam-era veteran, or against any disabled
employee.

Generic terminology - as used in this Agreement,
the term “he” or “his” and the suffixes “man” or
“men” shall refer to the female as well as the male.

The Company and the Union shall jointly estabiish
a National committee to review all aspects of our bar-
gaining relationship to seek out and end any and all
discriminatory practices.

Any lost time incurred by the members of this com-
mittee while meeting as a group shall be paid for by
the Company.

ARTICLE XVi — SENIORITY

A. Company Seniority — Definition

Company seniority of an employee is measured by
years, months, and days from his/her last date of hire,

B. Departmental Seniority — Definition

Departmental seniority of an employee is measured by
years, months, and days from his/her first employment in
his/her department, less time lost due to:

{a) Bona fide sickness or accident, arising from causes
outsids of company employment, in excess of ninety (90)
days per calendar year.

(b) Leave of absence in excess of twerty-one (21) days
per calendar year, except that time lost during any leave
of absence granted to an employee in order to permit
him/her as a Union representative to negotiate with the
Company shall not be deducted.

(c) Layoffs from his/her regular department in excess of
sixty {60) days due to lack of work.
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(&) A disciplinary suspension, when the suspension
exceeds a payroll week at any time.

{e) Employment in other departments except as pro-
vided for in Section 34 (Transfers).

Except that in the case of an employee with five (5)
years or more departmental seniority at time of layoff in
the department from which he/she is absent the times
specified in (a}, (b}, and {c) above shall be a maximum of
one year for any continuous absence even though the
absence extends beyond one year,

There shall be no pyramiding of departmental seniority in
the determination of accumulated departmental seniority.

if, due to major changes or improvements, it should
become necessary to combine two or more departments,
or to create a new department, the seniority status of the
employees thus affected will be a matter of discussion
and negotiation with the Union.

C. Accumulated Departmental Seniority —
Definition

The accumulated departmenta! seniority of an
employee is measured by years, months, and days and is
the sum total of departmental seniority accumulated by
him/her in all departments since his/her last date of hire,
subject to the pertinent provisions of this Agreement.

Section 27, Termination of Seniority

All seniority of an employee shall terminate when
he/she:

A. Dies, or quits for any reason.,

B. Is dismissed or discharged for sufficient and reason-
able cause.

C. Is absent without leave for a period of six (6} days or
longer, on which he/she is scheduled to work; however, a
request for a leave of absence made before or after the
six (6) days have elapsed wili be granted under the terms
of Article VI, Section 16, provided that in the case of a
request made after the six {6) days, the delay is for rea-
sonable cause.
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Section 27 (Cont'd.)

D. Fails to report for work as provided for in Section 32
{Notice of Restoration of Forces).

E. While unable to work because of a bona fide case of
sickness or accident arising from causes outside his/her
employment, does not report the same to the Company
as the reason for his/her absence before six (6) days have
elapsed on which he/she is scheduled to work unless
such notification proves to be impractical.

F. Does not report for work after an accident or sick-
ness arising out of his/her employment when the
company’s physician reports him/her fit to work. If the
employee's fitness to return to work is disputed and such
dispute is sustained in favor of the employee by the
proper State Compensation authority, the employee’s
seniority will be restored. .

G. When laid off due to a reduction of forces, does not
request, in person or by mail direct to the Company or
through the Union to the Company by means of a notice
signed by the laid off employee, that he/she be given the
notice of restoration of forces as provided for in Section
32 (Notice of Restoration of Forces) if at the time of layoff
he/she has less than five years’ company seniority. Such
request must be made during the month of March of each
year. Each request must be sent to the Human Resources
Department for the Warks in which he/she last worked
and provide in writing the employee's name and correct
permanent address. Such employee at the time of his/her
layoff will be given a written notice advising him/her of this
clause and wili, during each February while he/she is laid
off, be mailed a reminder of the need for him/her to make
such request during March of that year. Such reminder
will be mailed to the laid off employee’s last address
reported to the Human Resources Department. Non-
receipt of a reminder does not relieve the laid off
employee of the requirement to make such request. A list
of the employees, with addresses, to be sent the
reminder shall be given to the local Union prior to mailing.

In addition, the departmental seniority of an employese
may be terminated as provided herein in Article XXIX or
(X of the applicable Local Supplement (Restoration of
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Forces), Article XV, Section 32 {Notice of Restoration of
Forces), and Article XVI, Section 34 (Transfers).

Section 28. Prior Seniority

An employee’s seniority, as accumuiated prior to the
date of this Agreement, shall not in any way be changed
as a result of the seniority provisions of this Agreement,
but commencing as of the date of this Agreement addi-
tions to seniority shafl be determined by the application of
the provisions of this Agreement.

Section 29. Union Officials

Top company seniority for the purpose of layoffs and
restoration of forces shall be granted to local Union offi-
cials at each plant on the following basis.

A. Union officers (other than shop stewards), chief shift
stewards, and one Union representative for each fifty (50)
employees in the bargaining agency of the local Union.
Each local Union will provide the Works Management
with a certified list of such Union officials. The total num-
ber so certified shafl not be changed more ofien than
every six (6) months.

B. The top company seniority provided in the foregoing
shall be applied in the department in which the employee
works.

C. In any reduction or restoration of forces and realign-
ment of shifts, not more than one Union official in a
department or unit who has top seniarity may exercise
shift preference to remain on the shift for which he/she
was elected, subject to any restrictions that may appear
in the local shift preference agreement as to distribution
of skills or ability to perform the work.

No such seniority shall be exercised unless the Union
official is capable of doing a job which is available in
his/her department,

Section 30. Seniority Lists

The Company will prepare and have available for
inspection, and where practical will post in each depart-
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Section 30 (Cont'd.)

ment, a list showing the company and departmental sen-
iority of all employses in that department and will revise
such lists at least once every six (8) months. Copies of
these seniority lists will be given to the local Union. The
Company wil fumish the Union a monthly list of all addi-
tions and subtractions thereto. The Company will also
fumish the local Union with a master seniority list show-
ing the company seniority of each employee at the Works.
Such list will be fumished once every six (6) months
unless mutually agreed otherwise by the local Union and
local Management.

Saction 31. Notice of Reduction of Forces

When a reduction of forces or a reduction in hours is
necessary, the Company will post the names of the
employees to be laid off three (3) days, excluding
Sundays and halidays, prior to such reduction unless
cancellation of orders, changes in customers’ require-
ments, breakdown, accidents, or cther emergency makes
such notice impossible. A copy of the posted list of
employees to be laid off will be given to the local Union at
the time of posting. Any questions or grievance arising
from such reduction of forces or hours shall, if possible,
be presented within the three (3) day period for arny such
notice.

Section 32. Notice of Restoration of Forces

A. When restoring forces, the Company will give notice
of such restoration of forces, either by registered mail or
in person or by other adequate means, to the individuals
to be recalled and will post in the department the names
of the individuals to be recalled as long in advance of
such restoration of forces as conditions permit. A copy of
the posted list will be given to the local Union at the time
of the posting.

B. If an employee laid off due to a reduction of forces
and not then working in another department does not
report for work within seventy-two (72) hours (exciuding
Saturdays, Sundays and holidays) after such notice is
given, unless the employee can show reasonable cause
for not having reported within the seventy-two (72) hours
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after such notice is given in which case the seventy-two
(72) hours shall be increased to ninety-six (96), he/she
shall forfeit his/her place in that particular restoration of
forces unless sufficient employees have not been hired or
recalled to complete such restoration of forces.

C. If an employee fails to report for work as provided
above, but does, within a period of ten (10) days after the
first notice is given, request the notice of the next restora-
tion of forces, such request shall be granted. The second
notice shall be final, and employees who fail to report for
work as provided above, upon the second notice, shall
lose all seniority. In the absence of written or telegraphic
notice, the burden shall be upon the Company, to prove
actual notice in case of a dispute.

Section 33. Exceptions to the Application of
Seniority

A. The Company may hire, retain, or transfer an
employee or recall a laid off employee regardless of
his/her seniority when and if the services of such
employee are essential to the efficient operation of the
plant because of his/her special training and ability, pro-
vided he/she is used on a job making use of such special
training or ability, and provided such job cannot be prop-
erly performed except by resort to this provision. When
the Company desires to make use of this provision, the
matter shall first be discussed with the Union.

B. In layoffs or demotions in the course of a reduction
of forces, an employee may be retained in or recalledto a
job classification regardless of his/her seniority when
there is no other available employee with greater seniority
who is presently qualified to perform the job classification
under the conditions existing after the reduction of forces.

C. The terms of the grievance procedure apply to dis-
putes arising under this provision.

Section 34. Transfers

Except as otherwise provided in this Agreement, an
employee transferred to another department shall lose
his/her departmental seniority in his/her former regular
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department and begin to accumulate departmental sen-
iority in his/her new department.

An employee temporarily transferred or loaned to any
department other than his’her regular department at the
request of such other department, shall if mutuaily agreed
between the local Management and the local Union, con-
tinue to accumulate seniority in his/her regular
department. When such employee is requested to return
to his/her former regular department, he/she may, if mutu-
ally agreed between the local Management and the local
Union, refuse such request without any penalty other than
the loss of the departmental seniority in his/her former
regular department.

While any employees are faid off from any department,
no other employee shall be transferred to such other
department (except as otherwise provided in this
Agreement). However, this Paragraph shall not prohibit
daily assignments to other departments under circum-
stances in which laid off employees would not normally
be recalled. Exceptional cases (those beyond five [5]
working days) will be discusses with the Union represen-
tatives.

The Company agrees that such temporary assign-
ments will be for valid operating reasons and would
not be made arbitrarily or capriciousty, or for discipli-
nary reasons.

Section 35. Seniority on Return to Bargaining Unit

A. An employee moved or transferred to a supervisory
position prior to June 1, 1968, and who is subsequently
returned to the bargaining unit in his/her regular depart-
ment shall not forfeit any of his/her senicrity in such
department.

If such an employee is moved or transferred to a super-
visory position in his/her regular department and is
subsequently returned to the bargaining unit in such
department, he/she shall be deemed to have accumu-
lated departmental seniority for all time worked in such
supervisory position in accordance with Paragraph B of
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Article XVI, except that notwithstanding the above, such
employee upon return to the bargaining unit shall be
deemed to be a junior in departmental seniority to every
employee to whom he/she was junior in departmental
seniority at the time of his’her movement or transfer to a
supervisory position.

An employee covered by this Section 35A who is
moved or transferred to a supervisory position in a
department other than his/her regular one, shall lose
his/her departmental seniority in his/her former regular
department and begin to accumulate departmental sen-
iority in his/her new department.

B. The provisions of Section 35A shall also apply to
employees promoted or transferred to supervisory posi-
tions between June 1, 1968, and June 30, 1974, except
that such employees with less than three (3} years’ com-
pany seniotity at the time of their promotion shall retain,
but not accumulate departmental seniority while serving
in such supervisory capacity in their regular department.

C. An employee moved or transferred to a supervisory
position other than on an hourly paid temporary status on
or after June 30, 1974, and who is subsequently returmed
to the bargaining unit shall be returned to the department
from which he/she was promoted and placed in the clas-
sification held prior to his/her transfer providing his/her
seniority ertitles him/her to such classification. Such
employee shall retain all seniority held by him/her at the
time of his/her promotion.

During the same time such a supervisory position is
held the employee shall not accumulate the seniority
which is used at the location for seniority competitive pur-
poses such as bidding, reduction and restoration of
forces, and layoff. The accumutation of seniority for ben-
efit eligibility purposes during such pericd shall not be
interrupted by virtue of his/her status under this Section.

The scope of the term “supervisory position” as
used and applied in Article XVI, Section 35, is limited to
those positions involving the supervision of bargaining
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unit employees. However, the local parties may agree
that other related positions may also be included.

Section 36. Probationary Employees

For purposes of good selection, the Company shall
have the right to place an employee on trial for their first
seventy-five (75) days worked in order to determine
whether he/she should be kept as an employee. The
Union shall have no right to contest a termination made
within the first sixty {60) days worked on this period. In the
case of skiled trades joumeymen, the probationary
period shall be ninety (90) days warked. The Union shall
have no right to contest a termination made within this
period.

ARTICLE XVII — WORK AND JOB ASSIGNMENT

Section 37. New Job Classification or Vacancy in
Classification.

A. When, as covered by this Agreement, a new job
classification is created, or a vacancy occurs in an exist-
ing classification in any department, it shall be posted in
that department for three (3) working days so that
employees in that department may apply for it
Consideration shall be given to applicants on the basis of
departmental seniority, provided the employees have suf-
ficient abllity to qualify. Such consideration shall be in the
following order:

First, to employees who previously bid on the clas-
sification and had their names placed in a pool for
that particular classification. The pool will remain
active for a total of four {4) months from the date of
the posted vacancy, even if the Company decides not
to fill the vacancy. Employees in the pool will have
been selected and ranked based on the procedures
described below. An employee may at any time with-
draw his/her name from consideration.

Second, to employees in the classification next below
the one in which the vacancy exists, and so on down, in
accordance with existing lines of progression.
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Third, if the vacancy is not filled from employees in the
line of progression, or if there is no existing line of pro-
gression covering the classification, then such
consideration shall be given to other employees in the
department, The local Management and the local Union
may agree on a general application as to the order in
which bidding rights will be accorded employees in a
higher classification in the same line of progression or in
a classification horizontally connected within the same
line of progression.

B. An applicant who qualifies on the basis of depart-
mental seniority shall, if he/she so requests, be given a
triat unless it is obvious that he/she doesn't have sufficient
ability to fill such new classification or vacancy.

€. No such new classification or vacancy shall be per-
manently filled until any employee with greater
departmental senicrity than the employee to whom the
trial is given (or his/her Union representative) has had an
opportunity to have his/her case fully considered, pro-
vided such case has been properly presented within five
(5) days (excluding Saturdays, Sundays, and holidays) of
the time when such new classification or vacancy is tem-
porarily filled. An employee who has been absent on
vacation, sick leave, leave of absence, or leave for Union
business during the time when any new job or vacancy
has been posted in his/her department may upon his/her
return from such vacation or leave make application for
such new job classification or vacancy provided such
application is made within three (3) days of his/her return
but in no event longer than twenty-one (21) days after the
date of the posting of such new job or vacancy.

D. If a new job classification or vacancy in an existing
classification is not filled as above from within a depart-
ment, consideration shall then be given to applicants for
transfer from other departments. Such consideration shal!
be on the basis of company seniority and ability.

E. An employee’s failure to fill the new classification or
vacancy satisfactorily shall not penalize him/her with any
loss of seniority and the Union representative will be noti-
fied of such failure at the time.

41




Section 38. Rates on Promotions or Demotions

A. When an employes is promoted to a higher rated job
classification, he/she will receive the base rate of such
higher rated classification.

B. When an employee is demoted to a lower rated job
classification, he/she will receive the rate of that classifi-
cation. Demotions occurting in a posted reduction of
forces are included.

C. Payment of the rate of the classification immediately
upon promotion shall not be evidence of qualifications for
the job.

Section 39. Rates on Temporary Assignments

A. While an employee is temporarily assigned to a
higher rated classification, he/she will receive the base
rate of such higher rated classification.

B. When an employee is temporarily assigned to a
lower rated classification, he/she will receive his/her reg-
ular hourly rate of pay for the first eight (8) working days
or less of such assignment and will receive the rate of the
classification for the time beyond eight (8) working days.

ARTICLE XVIIl — REPORT OF PHYSICAL
EXAMINATION

A copy of the report of physical examination and/or a
copy of a repont of laboratory findings made by physi-
cians acting for the Company in a nonindustrial case shall
be given to the employee’s personal physician (medical
doctor licensed by the state) upon written request from
such physicians accompanied by the employee’s written
authorization to furnish such report. In any such instance
where x-rays, etc., have been taken they shall be made
available at the Company’s Medical Department for the
inspection by the employee’s physician.

ARTICLE XIX — SAFETY AND HEALTH
The Company and the Union will continue to coaper-
ate toward the objective of eliminating accident and
health hazards.
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The Company will continue to make reasonable provi-
sions for the safety and health of its employees at the
plants during the hours of their employment.

Protective devices, wearing appare! and other equip-
ment necessary to protect employees from injury shall be
provided by the Company in accordance with practices
now prevailing in each separate plant or as such prac-
tices may be improved from time to time by the
Company.

A representative Safety Committee shall be established
at each of the plants to be composed of representatives
of the Company and representatives of the Union. The
Committee shall assist, make recommendations to, and
cooperate with, the Safety Department of the plant. The
employees representing the Union on such Committee at
the plant shall be designated by the Union and the princi-
ples of rotation of such representatives shall be
maintained. The number of Union members on the
Safety Committee shall be no less than eight (8).

The Safety Committee shall hold periodic meetings. In
the discharge of its function, the Safety Committee shall
consider existing practices and rules relating to Safety
and Health, formulate suggested changes in existing
practices and rules, and recommend adoption of such
changes.

If an employee shal! believe that there exists an unsafe
condition, changed from the normal hazards inherent in
the operation, so that the employee is in danger of
injury, he/she shall notify his/her superviser of such
danger and of the facts relating thereto. Thereafter,
unless there shall be a dispute as to the existence of
such unsafe condition, he/she shall have the right, sub-
ject to reasonable steps for protecting other employees
and the equipment from injury, to be relieved frorm duty
on the job about which he/she has complained and to
return to such job when such unsafe conditions shall be
remedied. If the existence of such alleged unsafe con-
dition shall be disputed, the designated Union official
and the Works Manager or his/her designated represen-

43



ARTICLE XIX (Cont'd.)

tative shall immediately investigate such alleged unsafe
condition and determine whether it exists. If they shall
not agree and if the designated Union official is of the
opinion that such alleged unsafe condition exists, the
employee shall have the right to present a grievance in
writing to the Works Manager or his/her designated rep-
resentative and thereafter to be relieved from duty on
the job as stated above. Such grievance shall be pre-
sented without delay directly to arbitration under the
provisions of Article V of this Agreement, which shall
determine whether such employee was justified in leav-
ing the job because of the existence of such an unsafe
condition.

Effective October 11, 2001, each active employee,
other than a probationary employee, will be provided an
allowance of $60.00 to purchase safety shoes for the
employee’s wear at the ptant. On October 16, 2003 and
October 20, 2005, each employee who on those dates
has one year or more of accumulated departmental sen-
iority shall receive an allowance of $60.00 to purchase
safety shoes for the employee’s wear at the plant. This
benefit is in lieu of and supersedes any local practice or
agreement to pay for shoes or metatarsals.

ARTICLE XX — JURY AND WITNESS PAY

An employee who is called for jury service or as a resutt
of being subpoenaed as a witness in a court of law shall
be excused from work for the days on which he/she
serves and he/she shall receive, for each such day of jury
or witness service on which he/she otherwise would have
worked, eight (8) times his/her average straight-time
hourly earnings. The employee will present proof of such
service.

ARTICLE XXI — GROUP INSURANCE

The Company will provide the following coverages: Life,
Surviving Spouse, and Weekly Sickness and Accident for
active employees and Hospital Expense, Surgical-
Medical Expense, Extended Medical Expense, Dental
Expense, and Vision Expense for active employees and
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eligible dependents. Effective January 1, 1994 the
Hospital Expense, Surgical-Medical Expense, and
Extended Medicat Expense program will be replaced with
the Managed Care Medical Program, the Prescription
Drug Program, and the Behavioral Health Care Program.
The FlexChoice Program will be effective January 1,
2002 which includes; medical, prescription drug, den-
tal, vision, short term disability, long term disability,
life insurance {basic and optional}, accidental death
and dismemberment (basic and opticnal) and long
term care. The Company will provide the following cov-
erages for retired employees (and eligible dependents)
and surviving spouses of active and retired employees
(and eligible dependents) who are receiving a pension
under the Pension Agreement:

M For persons not eligible for Medicare-Hospital
Expense, Surgical-Medical Expense, and Extended
Medical Expense program. Effective January 1, 1994 the
Hospital Expense, Surgical-Medical Expense, and
Extended Medical Expense program will be replaced with
the Managed Care Medical Program, the Prescription
Drug Program, and the Behavioral Health Care Program.
For pre-Medicare retirees with a retirement date on
or after January 1, 2002, the target options under the
FlexChoice Program’s medical and prescription drug
plans will be effective.

{2) For persons eligible for Medicare-
Supplemental Hospital Expense, Supplemental Surgical-
Medical Expense, and Supplemental Extended Medical
Expense, and Prescription Drug Program. For Medicare
eligible retirees with a retirement date on or after
January 1, 2002, participants will be eligible for the
Alcoa Medicare Supplemental Plan including the tar-
get prescription drug option under the FlexChoice
Program and will have the ability to purchase the
Alcoa Med Option Program. The cost of the Med
Option Program will be entirely paid by the partici-
pant. In addition, the basic life insurance coverage
and Surviving Spouse Coverage will continue as out-
lined in the retiree SPD {Summary Plan Description).
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The Company will also provide Life Coverage and
Surviving Spouse Coverage for such retired employees.

All of the above benefits will be provided without cost
to employees and retirees except as otherwise provided.
Under the FlexChoice Program, the amount of flex
credits will be enough to cover the cost of the target
options. Separate booklets describing these benefits are
incorporated herein and made a part of this Agreement.
Effective January 1, 2002, the agreed-upon
FlexChoice Program Group Insurance benefits plan
booklets will become effective. Letters of
Understanding will also be effective January 1, 2002,
the Medicare Part B premium reimbursement shall be
the monthly government charged premium.

General Provisions Applicable to Article XXI

1. It is agreed that if subsequent governmentat legisla-
tion provides for the reduction or efimination of the
premium for Medicare Part B for any person, the
Company shall make a corresponding reduction or elimi-
nation to the benefit payment for such Medicare premium
for that person and such governmental action shall not
require further modification or adjustment in this Article.
Medicare Part B premium retmbursement shall be the
monthty government charged prermiumn to a maximum of
$46.10 for persons who retire during the term of this
Agreement prior to January 1, 2002. For persons who
retire during the term of this Agreement on or after
January 1, 2002, the Medicare Part B premium reim-
bursement shall be the monthly government charged
premium.

2. It is intended that the provisions for benefits in this
Article shall comply with and be in substitution for provi-
sions for similar benefits which are, or shall be, made by
any law or laws. Amounts paid by the Company for such
similar benefits either as contributions, taxes, or benefits
under any law or laws providing non-occupational insur-
ance benefits shall reduce to that extent the amounts the
Company shall pay under this Article and appropriate
readjustment shall likewise be made in the benefits.
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3. Unless otherwise provided in this Article, the parties
will meet and agree on a modification of this plan to elim-
inate duplication of benefits and the disposition of any
savings to the Company if subsequent governmental leg-
islation should provide any of the benefits described
herein.

4. Upon the request of either the Company or the
International Union, the parties will jointly study the
health-care program provided by a Health Maintenance
Organization Plan (HMO) in the Ohio area. A mutua!
agreement will be sought as to the desirability of provid-
ing at no additicnal cost to the Company an individual
choice between an employee's coverage under this
Article and similar coverages provided by the Health
Maintenance Organization plan under study. The
Company and the International Union will make a mutual
determination of the costs in such area of the hospital-
surgical-medical benefits provided for individuals by this
Article and the costs for individuals of participation in
such HMO plan. In the event the parties agree to provide
such an individual choice, then with respect to employees
who choose participation in such HMO plan, the
Company will deduct from the pay of each such
employee the amourt, if any, by which the cost of such
employee’s participation in such plan exceeds the cost in
such area of the Managed Care Medical benefits or the
FlexChoice Program theretofore provided for such
employee by this Article, as above determined, and the
Company will pay to such plan the cost of such
employee's participation in such plan. The parties agree
that they will not unreasonably withhold agreement in
reaching such mutual determination.

5. Notwithstanding the provisions in 2 and 3 above,
when and ff, during the term of this Agreement, any
employee covered by this Agreement becomes entitled to
apply for or to obtain health care or other medical, dental,
visicn, or surgical benefits by reason of the enactment by
the United States or any state of the United States of a
Governmental System of health security or medical serv-
ice program (“Governmental System™ for active
employees, the parties shall promptly meet and under-
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take to negotiate a modification of the benefits under this
Article of the type and character provided or available
under such Governmental Systermn in order to achieve or
to assure the following results:

{a) No employee covered by this Article shall suffer
any reduction in the level of any of the several health-care
benefits of this Article.

{b) The Company shall, without cost to the
employee, provide a plan of benefits supplementary to
those available under such Governmental System to the
extent necessary to make each benefit comparable to the
corresponding benefit provided under this Article.

(c) When an employee or dependent covered by
this Article is required by law to make contributions,
whether in the form of direct taxes, personal premiums,
levies or otherwise, specifically designated by law toward
the cost of benefits under such a Governmental System,
the Company, in addition to any contributions required of
it by law, shall pay to or on behalf of such employee or
dependent any such required contributions to the extent
such contributions are for benefits covered by this Article.

(ch) The Company will not be required to provide
any benefits or make payment for any benefit to the
extent that the employee or dependent covered hereby
receives or would be able to receive such benefit as a
matter of right and without means test of any kind if timely
and proper steps had been taken to obtain the benefit or
payment for the benefit under such Governmental
System.

(e} To preclude any duplicating of benefits to
employees or their dependents and to preclude any
duplication of costs to the Company including the costs
arising from Taxes and contributions of employees paid
by the Company.

V)] To negotiate the dispasition of any actual sav-
ings disregarding any increase or decrease in
administrative cost which may accrue to the Company as
a result of any such Governmental System.
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6. Any problems, complaints, or grievances of any
employee arising under or concerning group insurance
shall not be subject to and handled under the grievance
and arbitration provisions of this Agreement, but shall be
handled by the designated representatives of the
Company and the Union at the plant. Such representa-
tives shall be certified by the parties to sach other at the
plant level and notices of such certification shall be sent
to the headquarters of the Company and the International
Union.

ARTICLE XXil — SUPPLEMENTAL UNEMPLOYMENT
BENEFITS

This Supplemental Unemployment Benefits Plan is
designed to provide a covered employee who becomes
wholly or partially unemployed (a) Weekly Benefits to pro-
vide income while he/she is on layoff, and {b} Short Week
Benefits for any week in which he/she is partially unem-
ployed, that is, he/she works some, but less than thirty
two (32) hours for the Company.

Effective February 1, 1978, a three-tiered program shall
be established wherein employees shall be grouped
depending upon their years of accumulated departmental
seniority. The Tier ! group will comprise those employees
who have two (2) but less than ten (1 0) years of accumu-
lated departmental seniority; the Tier Ii group will
comprise those employees who have ten (10) but less
than twenty (20} years of accurnulated departmental sen-
iority; and the Tier I group will comprise those
employees who have twenty (20) or more years of accu-
mulated departmental seniority.

A. Weekly Benefits

1. Weekly Supplemental Unemployment Benefits shall
be payable to employees covered by this Agreement who
have two or more years’ accumulated departmental sen-
lority at the beginning of the layoff. For purposes of this
Article, an employee shall be considered as having been
laid off in any week in which, because of lack of work,
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hefshe is not scheduled or assigned to work for the
Company.

2. A layoff shall not include one occasioned by (a) dis-
ciplinary reasons; (b} a strike, slow down, work stoppage,
picketing, or other labor dispute involving any employee
or group of employees of the Gompany, at the Company’s
plant, or involving the Union whether at the Company's
plant or elsewhere; or (c) a hostile act of any foreign gov-
ernment.

3. To quallfy for a weekly supplemental benefit in any
week, the laid off employee shall:

{a) be eligible for a State unemploymerit benefit (includ-
ing any State requirement for application) except:

() as the length of layoff may exceed the duration of
such State benefits to which he/she is entitled,

{il) if he/she is compensated or receives a public or pri-
vate pension payment (other than a pension payment
wholly or partially financed by the Company) in an amount
which disqualifies him/her for State benefits,

(i} if he/she is on layoff on account of a shutdown of
the plant or department for vacation purposes and is inel-
igible for vacation pay,

(iv} if he/she did not have a sufficient period of work in
employment covered by the State system,

{v} if he/she fails to receive a State unemployment ben-
efit because he/she is not physically able to work
provided he/she became disabled while on layoff and
after sickness and accident coverage ceased under
Article XXI, and he/she supplies the same certification of
disability as would be required for sickness and accident
benefits if such coverage had not ceased. Any disability
benefit paid under or pursuant to a State or Federal law
with respect to the period for which a Weekly Benefit is
paid under this Paragraph shall for the purpose of this
Article be deemed to be a State unemployment benefit,

(vi) if he/she does not receive a State unemployment
benefit solely because he/she is participating in a training
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program established under or pursuant to Federal law. In
such case any income received by him/her under that
proegram shall be deemed to be a State unemployment
benefit.

(b) have made application for benefits from the
Company no later than during the week following the
week for which benefits are payable, at a time and place
designaied by the Company. The place at which report-
ing and applying are required will be at or near the
location where the employee was last employed. If such
place is an unreasonable distance from the employee's
residence, or if he/she leaves the area to seek work, the
Company shall, upon request of the employee in person,
grant permission to report at another Company location
where an adequate office for such reporting is main-
tained. If no such office is within reascnable distance, the
Company shall, upon request of the employee in person,
grant permission to report and apply by mail. An
employee applying for a Weekly Benefit pursuant to
Paragraph 3 {a) (v) may report and apply by mail. The nec-
essary forms and instructions for making S.U.B.
applications by mail shall be supplied by the Company to
the employee at the time his/her request for mail report-
ing is granted. No employee shall receive a Weekly
Benefit until he/she shows that he/she received a State
unemployment benefit for the week or failed to receive
such benefit for a reason which does not disqualify
him/her from receiving a Weekly Benefit. This may be
done by showing a State check or by some other
method, which must reasonably provide for securing
such proof.

(¢} not be receiving or claiming any sickness or acci-
dent or disability benefit, or any pension or retirement
benefit wholly or partially financed by the Company, for
which he/she is eligible.

(d) not be receiving a week's vacation pay.

(e} not be in military service (including training encamp-
ments).

4. Weekly Benefits shall be payable, to employees
meeting the qualifications of Paragraph 1, and who have
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not been on continuous layoff for more than two years for
periods of layoff not to exceed their weeks of benefits eli-
gibility. The maximum number of weeks of benefits
eligibility shall be 52 until February 1, 1978, when addi-
tional weeks shall be credited as provided below,
Thereafter, the maximum number of weeks of benefits eli-
gibility shall be 52 weeks for Tier | employees, 78 weeks
for Tier Il employees and 104 weeks for Tier Il employ-
ees; except however, an employee shall not be eligible for
benefits in excess of 52 weeks if such employee has
refused to accept an assignment to any appropriate work
at the work location where employed.

As of February 1, 1978, additional weeks of benefits
eligibility for Tier I} and Tier {ll employees who worked on
or after January 1, 1975, shall be credited as follows:

(a) Employees who have ten (10) but less than twenty
(20) years of accumulated departmental seniority on
February 1, 1978, and are actively at work or had such
accumulated departmental seniority on their last day
worked shall have their weeks of benefits eligibility
increased by 26.

(b) Employees who have twenty (20} or more years of
accumulated departmental seniority on February 1, 1978,
and are actively at work or had such aceumulated depart-
mental seniority on their last day worked shall have their
weeks of benefits eligibility increased by 52.

Employees who complete either ten (10) years of accu-
mulated departmental seniority or 20 vyears of
accumulated departmental seniority after February 1,
1978, shall have their weeks of benefits eligibility
increased by 26 at the time they complete each such sen-
iority provided they are actively at work on that date. If not
actively at work on that date, weeks of benefits eligibility
shall be so increased at the time such an employee
returns to active work.

For purposes of this Article XXIl the term “actively at
work"” shall include an employee on a vacation scheduled
under the Vacation Plan, and an employee absert from
work because of a holiday or scheduled day off provided
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in all cases such employee was actively at work on the
day immediately preceding such vacation, holiday or day
off.

If an employee is recalled to work, his/her rernaining
weeks of benefits efigibility in any subsequent layoffs shall
be increased to his/her Tier maximurmn at a rate of one-half
week for each week thereafter in which he/she has any of
the following hours:

(a) Hours worked for the Company.

{b) Hours not worked but for which he/she is paid, such
as vacation hours or hours for which he/she received jury
or witness pay or bereavement pay.

(¢) Hours not worked and not paid for but which were
lost because:

(i) he/she was performing his/her duties as a member
of the Grievance Committee, or President, Vice-
President, Recording Secretary, Financial Secretary
and/or Treasurer of a Local of the Unicn which is his/her
collective bargaining representative, or

(il he/she was absent because of disability for which
benefits are payable under a Worker's Compensation or
Occupational Disease law or the Company Program of
Insurance Benefits.

An employee who receives benefits which are reduced
under Paragraph 6 shall be deemed to have used only
three-quarters of a week of eligibility unless his/ner bene-
fit was so reduced by one-half or more, in which case
he/she shall be deemed to have used only one-quarter of
a week's eligibility. Any employee having less than a full
week’s eligibility for any week shall be entitled to receive
a proportionate benefit for such week.

5.(a) The amount of an employee's Weekly Benefits
{subject to the provisions of Paragraphs 6 through 10 of A
of this Article and Paragraph 3 of C of this Article) shall be
28 hours of average straight time hourly earnings (com-
puted for the last calendar quarter which ended one
month or more prior to the beginning of the employee’s
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layoff, excluding pay for vacations and holidays from such
calculation of straight time hourly earnings and adjusting
for any intervening general wage change} minus the
amount of the State unemployment benefit the employee
receives or, if he/she is only partially unemployed, the
amount he/she would have received for that week if totalty
unemployed.

{b) In the application of (a)} above, the following shall
apply {subject to the provisions of Paragraphs 6 through
10 of A of this Article and Paragraph 3 of C of this Article)
in cases where the employee's State unemployment ben-
efit Is reduced or eliminated because of the receipt of a
public or private pension.

(i} Where the employee's State unemployment benefit is
reduced solely because of the receipt of a public or pri-
vate pension, the Weekly Benefit shall be 28 hours of
average straight time hourly earnings minus the amount of
State unemployment benefit received.

(i Where the employee’s State unemployment benefit
is eliminated solety because of the receipt of a public or
private pension and the empioyee is not in receipt of com-
pensation, the Weekly Benefit shall be 28 hours of
average straight time hourly earnings.

(i) Where the employee's State unemployment benefit
is eliminated because of the receipt of a public or private
pension and compensation, but the employee would not
have otherwise been disqualified for a State unemploy-
ment benefit because of receipt of compensation, the
Weekly Benefit shall be as computed in Paragraph 5(a)
above plus that portion of the public or private pension
used in the reduction of the State unemployment benefit.

{c) In the event that Trade Readjustment Act benefits
are payable to an employee who is also receiving a State
unemployment benefit, such T.R.A. benefits shall not be
deducted from the employee's Weekly Benefit. In those
weeks for which no State unemployment benefits are
payable, such T.R.A. benefit shall be deducted but lim-
ited to the amount of a full State unemployment benefit
if it had been payable, assuming the employee in all

]
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respects is otherwise qualified for the State unemploy-
ment benefit.

6.(a) An employee who is or would be disqualified for
State unemployment benefits solely because of the
receipt of compensation shall have histher benefit as
computed in Paragraph 5 reduced by the amount by
which his/her compensation exceeds the sum of;

() the State unemployment benefit he/she would have
received for that week if totally unemployed, and

(i) the maximum amount, not in excess of $10.00,
which is disregarded by the State in calculating unem-
ployment benefits for partial unemployment.

(b) An employee who is or would be ingligible for State
unemployment benefits, for a reasen other than the
receipt of wages or remuneration, shall receive a Weekly
Benefit equal to the sum of the State unempioyment ben-
efit, if any, and the Weekly Benefit which he/she would
have received under Paragraph 5, or subparagraph {a) of
this Paragraph 8, except for his/her ineligibility for a State
benefit.

7. The amount of bensfits to which a part-time
employee is entitled shall be computed as above, except
the 28 hours shall be reduced in the proportion that the
part-time employee's regularly scheduled hours per week
bear to 40. A part-time employee is an employee who, for
his/her own convenience, works less than the regularly
scheduled hours.

8. Notwithstanding the above, an employee who
receives a State unemployment benefit, or is ineligible for
such benefit solely because of the receipt of compensa-
tion or a public or private pension as set forth in
Paragraph 3{a)(i}}, shall have his/her Weekly Benefit calcu-
lated without a maximum benefit limit. In other words, the
maximum Weekly Benefit for employees in Tier | shall be
$260.00 and for employees in Tier l and Tler IIl there shall
be no maximum Weekly Benefit. In the case of an
employee who accumulates two years’ departmental
seniority after he/she has established a State benefit vear,
he/she shall be deemed to receive State unemployment
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ARTICLE XXl (Contd.)

benefits for the number of weeks subsequent to his/her
exhaustion of State benefits equal to the number of weeks
in that benefit year in which he/she received State bene-
fits atthough not yet eligible under this Agreement.

9. To the amount set forth above shall be added $1.50
per week for each dependent for whom the personal
exemption deduction is allowed the employee under
Federal income tax taws, but such additional amount
shall not exceed $6.00 per week,

10. In such instances as the Company determines that
State unemployment benefits are not payable to an eligi-
ble employee because of the receipt of such
supplemental unemployment benefits from the Company,
the Company and Union shall determine a suitable alter-
nate method of paymernt. Such method of payment shall
be effective as of the date of the Company’s determina-
tion that supplementation is not permitted.

11. No weekly benefit of less than $2.00 will be paid,
nor will any week of eligibility, or fraction thereof, be can-
celed for any week in which the Weekly Benefit would
have been less than $2.00.

12. An employee is not eligible to receive a Weekly or
Short Week Benefit if he/she receives, or is eligible to
receive, a similar benefit under an arrangement provided
by an employer with whom he/she has more service than
with the Company.

B. Short Week Benefits

1. An employee having two or more years of accumu-
lated departrmental seniority will receive a Short Week
Benefit from the Company for any week in which some,
but less than 32, hours are worked for the Company,
unless the sum of the hours described in Paragraph 2
below equals or exceeds 32.

2. A Short Week Benefit for a particular week will be
calculated by multiplying the employee’s standard hourly
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wage rate by the difference between 32 and the sum of
the hours:

(a) He/she worked in the week, and

(b) He/she did not work but for which he/she was paid
by the Company, provided, however, that effective
February 1, 1978, hours for which he/she was paid for
one unworked holiday shall not be counted, and

{c) He/she did not work for reasons other than lack of
work.

3. If the employee applies for a State unemployment
benefit for any portion of the week, he/she must notify the
Company of such application and of the total amount of
any such benefit received. One-seventh of the amount of
such State unemployment benefit will be deducted from
the amount calculated in accordance with Paragraph 2
above for each day of the State benefit week which falls
within the payroll week for which the Short Week Benefit
is paid.

Short Week Benefits shall be paid directly by the
Company and shall not be charged against the contribu-
tions to or the finances of the S.U.B. plan. Paragraphs
3(b) and {(c) of C shall not apply to Short Week Benefits.

4. A Short Week Benefit will be paid to the employee,
without application by him/her for any week for which
he/she qualifies.

5. One-half week of eligibility will be canceled for each
Short Week Benefit.

C. Finances

1. For each month the Company shall compute a
Maximum Benefit Limit. Such Maximum Benefit Limit
shall be equal to twenty-three (23) cents per hour worked
in the first twelve of the previous thirteen months.

2. For each month the Company shall compute an
Available Benefit Limit, which shall be the Available
Benefit Limit for the preceding month adjusted by sub-
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ARTICLE XXl (Cont'd.)

tracting the Weekly Benefits paid during the second pre-
ceding month, and adding the amount required to bring
the Available Benefit Limit up to 125 percent of the
Maximum Benefit Limit, but such additional amount shall
not exceed an amount computed by multiplying () nine
and one-half (9.5) cents times the hours worked in the
second preceding month until the Available Benefit Limit
has been brought up to the Maximum Benefit Limit and
(i) an additional five {5) cents times the hours worked in
the second preceding month. The addition of the five (5)
cents shall be subject to the provisions of Paragraph 3(d).

3.(a) For each month the Company shall compute the
ratio of the Available Benefit Limit to the Maximum Benefit
Limit. Until the first month after July 1980 in which the
ratio of the Available Benefit Limit to the Maximum Benefit
Limit calculated on the basis of twenty-three (23) cents
equals at least one, the ratio shall continue to be calcu-
lated by reference to a Maximum Benefit Limit based on
eighteen (18) cents.

{b) If the ratio of the Available Benefit Limit to the
Maximum Benefit Limit, calculated as in (a) above, shall
be less than .35, the benefits otherwise payable during
the month shall be reduced in accordance with the fol-
lowing table:

The portion of the
When the ratio is: Benefit paid is:

.25 or more but less than .35 60%
.15 or more but less than .25 30%

{c) 'n the event that such ratio shall be less than .15, no
benefit shall be paid until such month as the ratio shall
exceed .15; in no event however shall the total benefits
paid during any month exceed the Available Benefit Limit
calculated for such month.

(d) Notwithstanding Paragraphs 3(b) and {(c) above,
effective February 1, 1978, the Company guarantees that
all Weekly Benefits payable under the Plan shall be paid
in full to employaes who are in Tier Il or Tier L. To the
extent that Weekly Benefits to such employees are
reduced pursuant to Paragraphs 3(b} and {c), the
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Company shall advance to the trust fund the amount by
which the Weekly Benefits paid to such employees pur-
suant to Paragraphs 3(b) and (¢} need to be
supplemented to provide full payment. The Company
shall maintain a separate record of such advances. In any
month in which there is an outstanding balance of such
advances, and the Available Benefit Limit would other-
wise exceed the Maximum Benefit Limit, the Company
may reduce the additions which would otherwise be
made to the Available Benefit Limit pursuant to Paragraph
2, but such reduction shall not reduce the Available
Benefit Limit below the Maximum Benefit Limit. Any such
reduction in the additions which would otherwise be
made to the Available Benefit Limit shall be recorded as a
credit against the outstanding balance of advances made
pursuant to this Paragraph.

4. The word “month” as used in this Article shall be
construed to mean a four or five-week period, depending
upon the number of weekly payroll ending dates falling
within a calendar month.

5. The Company shall continue the trust fund estab-
lished under the Agreement dated October 28, 1956,
which is administered by a trustee selected by the
Company. All payments of benefits shall be made from
the trust fund and for each month, the Company shall
contribute to the fund an amount to cover all benefits

payable.

6. Federal Income Tax Ruling. Continued contributions
to the Plan shall be conditioned upon the continuation in
effect of the ruling of the Commissioner of Internal
Revenue that such contributions constitute a currently
deductible expense for income tax purposes under the
Internal Revenue laws of the United States.

7. Fair Labor Standards Act Ruling. Continued contri-
butions to the Plan shafl be conditioned upon the
continuation in effect of the ruling of the United States
Department of Labor that no part of such contribution
shall be included in the regular wage rate of any
employee.
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ARTICLE XXII (Contd.)

8. Withholding Provision. If the Company or trustee at
any time shall be required to withhaold any amount from
any payment of benefits, by reason of any Federal, State,
County, or municipal law or regulation, the Company or
trustee shall have the right to deduct such amount from
such payment.

9. If an employee is disqualified from supplemental
unemployment benefit payments for the reason that
his/her eligibility for State unemployment insurance bene-
fits is in dispute, and withheld pending a ruling from an
Appeal to the State, Company benefits shall not be paid
but shall be set aside pending such State ruling.

10, Disputes arising from the application of supplemen-
tal unemployment benefits shall be initiated at
Step 2 of the grievance procedure. -

11. Upon the expiration of this Agreement, the
Company shall have the right to suspend or terminate
contributions, except as may be otherwise provided in
any subsequent agreement between the Company and
the Union. If contributions are terminated, any assets then
remaining In the fund, plus that portion of the Available
Benefit Limit made up of accrued liability, shall be subject
to all the applicable provisions of this Article and shall be
used until exhausted to pay similar benefits to applicants
laid off or thereafter laid off in the order, each week, of the
respective dates as of which they were laid off. In such
case, the provisions for reduction of benefits of Paragraph
3 of this provision shall not be effective.

12. The Union shall be furnished, on forms and at times
to be agreed upon, such information as may be reason-
ably required to enable the Union to be properly informed
concerning the operation of the Plan.

ARTICLE XXIll — RIGHTS UNDER THIS
AGREEMENT

Section 40. Performance Under Agreement

This Agreement shall be binding on both the Company
and the Union and shall be faithfully performed by each
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and shall apply alike to male and female employees. In
each wage rate structure female employees shall receive
equal pay for equal work.

Section 41. Other Agreements

No contract or agreement, oral or written, affecting the
employees to whom this Agreement applies shall be
entered into between the Company and any employee or
group of employees or their representative or representa-
tives that will in any way conflict with or supersede this
Agreement during its life except as may be mutually
agreed upon by the signatory parties to this Agreement.

Section 42. Local Agreements

A. Present local arrangements, on matters covered by
this Agreement, which are not in conflict with this
Agreement, which apply or interpret the terms of this
Agreement, and which were in effect prior to the execu-
tion of the Agreement of October 28, 1856, or which
subsequently thereto became effective through operation
of Section 47B of that Agreement, will remain in effect for
the period of this Agreement unless modified or termi-
nated by agreement of the local Union and local
Management.

B. Any future local agreements applying or interpreting
the terms of this Agreement shall be in writing and
approved by the local Union, a representative of the
Internaticnal Union, the Plant or Works Manager or his
designated representative, and a representative of the
Company'’s Industrial Relations Staff in order to be valid in
any future application of the terms of this Agreement.

ARTICLE XXIV — NEW AND CHANGED JOB
CLASSIFICATIONS

Section 43. New Job Classifications
When a new job classification is established:

A. The Company will develop a proposed wage rate for
the new job classification.
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Section 43 (Cont'd.)

B. The proposed hourly wage rate shall be submitted
and discussed with the proper Union representatives with
the object of obtaining agreement.

C. If the Union and Company are unable to agree upon
the hourly wage rate, the Company may install the pro-
posed rate. The Union may, at any time within 90 days
after receipt of the proposed rate, file a grievance alleging
that the classification rate does not bear a fair wage rate
relationship to the wage rate structure in the same Works.
Grievances pertaining to the hourly wage rate shall be ini-
tiated at the second step and processed under the
grievance and arbitration procedures of this Agreement.
The decision shall be made effective as of the date when
the employee was assigned to the new job classification.

Section 44. Changed Job Classifications

It is the intent of the parties to set forth in this Section
the maintenance and stabilization of job classifications
and to provide for bona fide changes.

It is recognized that the Company will change existing
job classifications only for valid operating reasons and not
for disciplinary or discriminatory purposes. Improved uti-
lization of manpower and/or equipment; improved quality,
productivity or effectiveness; reduction of hazards or
delays; adaptation to changes in equipment, products,
markets or technology are examples of valid operating rea-
sons for instituting changes to existing job classifications.

When the character and type of duties and require-
ments of a job classification are so changed, either all at
once or as a result of an accumul.ation of changes over a
period of time, as to alter the wage rate relationship of
that classification to other classifications in the same
Works:

A. The Company shall develop a proposed hourly wage
rate for the changed job classification.

B. The proposed hourly wage rate shall be submitted
and discussed with the proper {nion representatives with
the object of obtaining agreement.
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C. If the Union and Company are unable to agree upon
the hourly wage rate the Company may install the pro-
posed rate. The Union may, at any time within 90 days
after receipt of the proposed rate file a grievance alleging
that the job classification is improperly changed under
the terms of this Section or does not bear a fair wage rate
relationship to the other classifications at the Works. The
grievance and arbitration procedures of this Agreement
shall be followed in such cases except that such griev-
ances shall be initiated at the finaf local grievance step.
The wage rate decision shall be made effective as of the
date the job classification was changed.

D. In the event that the Company does not develop a
changed hourly wage rate for the changed job classifica-
tion or in the event that it does not report a change in job
duties or content to the Union and it is claimed that the
change constitutes a change in the job classification, the
Union may file a grievance requesting that a changed
hourly wage rate be developed and installed in accor-
dance with the provisions of this Section. Such grievance
shall be initiated in the final local grievance step and
processed under the grievance and arbitration proce-
dures of the Agreement. The decision shall be made
effective as of the date the changed job classification was
established.

E. A change in methods, materials, or functions, or
addition or deletion of a job may, among other things,
constitute a change in duties or requirements.

F. The changed job classification procedures of this
Section will not be used for the sole purpose of circum-
venting whatever rights employees have under any
provision of this Agreement. Changes in job classifica-
tions under this Section shall not be made unless it is
expected that they will continue in effect for a reasonable
period of time.

ARTICLE XXV — LEGAL RIGHTS

Nothing in this Agreement shall be construed as waiv-
ing any rights or protection granted to the Company, the
Union, or any employee under any applicable Federal or
State Law.
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ARTICLE XXV (Contd.}

Any provision of this Agreement found to be in conflict
with any Federal or State law will not abrogate any of the
other provisions of this Agreement.

ARTICLE XXVI — BEREAVEMENT PAY

When death occurs in an employee’s immediate family
(i.e., employee’s legal spouse, mother, father, mother-in-
law, father-in-law, son-in-law, son, daughter,
daughter-in-law, brother, sister, grandparents, grandchil-
dren, stepparents, stepchildren, half-brother or half-sister)
an employee, upon request, will be excused for up to
three (3} days (or for such fewer days as the employee
may be absent) on which he/she otherwise would have
worked and which occur within six (6) days of the death,
funeral, or service. After making written application there-
fore and provided that the relationship is one which is
comprehended herein, the employee shall receive pay for
any such excused scheduled shift provided he/she
attends the funeral or service. Payment shall be eight (8}
times his/her average straight-time hourly earnings. An
employee will not receive bereavement pay when it dupli-
cates pay received for time not worked for any other
reason. Time thus paid will be counted as hours worked
for the purposes of determining premium pay liability but
will not be counted for the purposes of determining over-
time pay liability.

ARTICLE XXVII - INCOME MAINTENANCE
PROGRAM

The Income Maintenance Program is designed to pro-
vide a guaranteed level of rate protection for eligible
employees whose average job grade has been lowered
solely through involuntary demotion resulting from a
reduction of forces. This rate protection will be provided
by the payment of an Income Maintenance Allowance
which, when added to the employee’s average job grade
rate for hours worked in a quarter, will increase such aver-
age job grade rate to a specified percentage of the current
rate applicable to the employee’s average job grade
established during a base period preceding such quarter.
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Section 45. Definitions

For purposes of the income Maintenance Program, the
following terms are intended to have the meaning set forth
below:

A. “Base Year" — The 52 pay periods prior to the first
pay period commencing in December of the year preced-
ing the end of any benefit quarter.

B. “Benefit Quarter” — The 13 pay periods preceding
the first pay period commencing in March, June,
September and Decemnber.

C. “Eligible Employees” — Employees who have two (2)
or more years of accumulated departmental seniority as of
the end of the last pay period in a Benefit Quarter and who
have worked 160 or more hours during the Base Year.

D. “Base Year Job Grade” — The employee’s average
job grade during the Base Year as determined by weigh-
ing the job grade paid for each job in which the employee
was payroll classified by the hours worked while so clas-
sified, except that:

Should the employee, during the Base Year or any
subsequent Benefit Quarter, through “voluntary rmeans”
become payroll classified in or retain any job grade lower
than that determined above, such lower job grade shall
immediately become his/her Base Year Job Grade for
purposes of this program. “Voluntary means” includes
but is not limited to bidding down, refusal of a restora-
tion, or refusal of a promotion which in accordance with
local practices an employee would normally be
expected to seek.

Temporary assignments to classifications paid a higher
or lower job grade than that of an employee’s regular job
shall not be considered.

E. “Benefit Quarter Job Grade” — The employee’s
average job grade during the Benefit Quarter as deter-
mined by weighing the job grade paid for each job in
which the employee was payroll classified during the
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Benefit Quarter by the hours worked while so classified.
Temporary Assignment consideration shall follow the
principles noted above under “Base Year Job Grade.”

F. “Base Year Rate” — The standard hourly wage rate
in effect during the last pay period of the Benefit Quarter
for the Base Year Job Grade. Interpolation shall be used
between values on the Standard Hourly Wage Rate
schedule to determine the appropriate rate to the nearest
tenth of a job grade.

G. “Benefit Quarter Rate” — The standard hourly wage
rate in effect during the last pay period of the Benefit
Quarter for the Benefit Quarter Job Grade. Interpolation
shall be used between values on the Standard Hourly
Wage Rate schedule to determine the appropriate rate to
the nearest tenth of a job grade.

H. “Income Maintenance Allowance” — An amount of
money to be calculated each Benefit Quarter as noted
below and paid to eligible employees at the same time
normal payment is made at the location involved for the
first pay period commencing in the months of March,
June, September and December.

Section 46. Benefit Calculation

The Income Maintenance Allowance shall be calcu-
lated as follows: The employee’'s Base Year Rate for the
Benefit Quarter shall be multiplied by the appropriate per-
centage specified in the table below. The resulting rate
represents the income security guarantee provided by
the program to eligible employees for the hours worked
during the Benefit Quarter. If the employee’s Benefit
Quarter Rate equals or exceeds the guaranteed rate, no
Income Maintenance Allowance is payable for the Benefit
Quarter. If the employee's Benefit Quarter Rate is less
than the guaranteed rate, the Income Maintenance
Allowance shall be determined by multiplying the differ-
ence between the guaranteed rate and the Benefit
Quarter Rate by the hours worked during the Benefit
Quarter. The amount so determined shall then be paid to
eligible employees as noted above.
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I.M.A. PERCENTAGE TABLE

Accumulated Departmental Base Year
Seniority At End of Job Grade
Benefit Quarter Percentage
2 yrs. but less than 10 90
10 yrs. but less than 20 95
20 yrs. or more 95

Section 47, General

A. No Income Maintenance Allowance shall be payable
to any individual for a Benefit Quarter during which his/her
seniority is terminated under any of the provisions of
Article XVI, Section 27 of the Labor Agreement.

B. Money paid as an Income Maintenance Allowance
shall not be used in the base for calculation of overtime
(except where statuterily required), premium pay, benefits
or other pay additive except in those cases where benefit
levels are determined by reference to annual eamings.

ARTICLE XXVIIl — PERIOD OF AGREEMENT

Except as otherwise provided below, this Agreement
shall terminate sixty (60) days after either party shall give
written notice of termination to the cther party, but in any
event shall not terminate earlier than Midnight,
September 29, 2006.

If either party gives such notice, it ray include therein
notice of its desire to negotiate with respect to Pensions
(existing provisions or agreements as to Pensions to the
contrary notwithstanding), and the parties shaill meet
within thirty (30} days thereafter to negotiate with respect
to such matters. If the parties shall not agree with respect
to such matters by the end of sixty (60} days after the giv-
ing of such notice, either party may thereafter resort to
strike or lockout as the case may be in support of its posi-
tion in respect to such matters as well as any other matter
in dispute, but not earlier than Midnight, September 29,
2006, (the existing agreements or provisions with respect
to Pensions to the contrary notwithstanding).
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ARTICLE XXVIlf (Cont'd.)
Dated: September 30, 2001

FOR THE COMPANY

Mario Longhi
Joel Leonard
Kathryn F. Shen
Walter Hawkins
Dan E. Smith

FOR THE UNION

Elizabeth Bunn
John Rucker
Richard Isaacson
Roy King
Cecil Moore
Dennis Balis
Robert Blazek, Jr.
Don Morgan
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APPENDIX I
COST OF LIVING

1. For purposes of this Agreement:

“Consumer Price Index” refers to the “Consumer Price
Index for Urban Wage Earners and Clerical Workers New
Series (CPI-W) — United States — All tems (1 967 = 100)"
published by the Bureau of Labor Statistics, U.S.
Department of Labor.

“Consumer Price Index Base” shall be determined as
follows:

(i For the December 3, 2001, and March 4, 2002
Adjustment Dates, the Consumer Price index Base refers
to the Consumer Price Index for the month of January
2001 published by BLS in February 2001 as 511.6, muilti-
plied by 103.0%.

(i) For the June 3, 2002, September 2, 2002,
December 2, 2002, and March 3, 2003 Adjustment
Dates, the Consumer Price Index Base refers to the
Consumer Price Index for the month of January 2002,
multiplied by 103.0%.

(i) For the June 2, 2003, September 1, 2003,
December 1, 2003, and March 1, 2004 Adjustment
Dates, the Consumer Price Index Base refers to the
Consumer Price Index for the month of January 2003,
multiplied by 103.0%.

(iv) For the June 7, 2004, September 6, 2004,
December 6, 2004, and March 7, 2005. Adjustment
Dates, the Consumer Price Index Base refers to the
Consumer Price Index for the month of January 2004,
multiplied by 103.0%.

{v) For the June 6, 2005, September 5, 2005,
December 5, 2005, and March 6, 2006 Adjustment
Dates, the Consumer Price Index Base refers to the
Consumer Price Index for the month of January 2005,
multiplied by 103.0%.
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{vi} For the June 5, 2006 and September 4, 2006
Adjustment Dates, the Consumer Price Index Base refers
to the Consumer Price Index for the month of January
2006, multiplied by 103.0%.

“Adjustment Dates™ are December 3, 2001; March 4,
June 3, September 2, and December 2, 2002; March 3,
June 2, September 1, and December 1, 2003; March 1,
June 7, September 6, and December 6, 2004; March 7,
June 6, September 5, December 5, 2005; and March
8, June 5, and September 4, 2006.

“Change in the Consumer Price Index” is defined as
the difference between (i) the Consumer Price Index Base
and (i) the Consumer Price Index for the second calendar
month next preceding the month in which the applicable
Adjustment Date falls.

2. Cost-of-Living Adjustment. Effective on each
Adjustment Date a Cost-of-Living Adjustment equal to 1¢
per hour for each full .3 of a peoint change in the
Consumer Price Index shall be calculated. In calculating
the adjustrment, if any, for December 2001 and March
2002, there shall be added to the calculated armount a
fixed carryover amount of ninety-seven cents ($.97).
In calculating the adjustments, if any, for June, September,
and December 2002, and March 2003, there shall be
added to the calculated amount an amount equal to the
Cost-of-Living Adjustment, if any, which was payable on
March 4, 2002. In calculating the adjustments, if any, for
June, September, and December 2003, and March 2004,
there shall be added to the calculated amount an amount
equal to the Cost-of-Living Adjustment , if any, which was
payable on March 3, 2003. In calculating the adjustments,
if any, for June, September, and December 2004, and
March 2005, there shall be added to the calculated
amount an amount equal to the Cost-of-Living
Adjustment, if any, which was payable on March 1, 2004,
In calculating the adjustments, if any, for the June,
Septernber, and December 2005, and March 2006, there
shall be added to the calculated amount an amount equal
to the Cost-of-Living Adjustment, if any, which was
payable on March 7, 2005. In calculating the adjust-
ments, if any, for June 2006, there shall be added to the

]
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calculated amount equal to the Cost-of-Living
Adjustment, if any, which was payable on March 6, 2006.

Effective on each Adjustment Date, the Cost-of-Living
Adjustment as determined above shall become payable
for all hours worked by an hourly-rated employee until the
next Adjustment Date. The Cost-of-Living Adjustments
under this paragraph shall be considered an “add-on”
and shall not be deemed part of the employee’s standard
hourly rate, nor shall it be considered part of the
employee’s earnings or a general wage increase for the
calculation of any premiums or benefits except as may be
statutorily required or specifically provided for. Such
adjustment shall be included with the hourly rate only in
the calculation of pay for hours worked (including over-
time hours} and Allowed Time in accordance with
Sections 18 and 19.

3. Should the monthly Consumer Price Index in its
present form and on the same basis as the Index pub-
lished for January 2001 become unavailable, the parties
shall attempt to adjust this Section or, if agreement is not
reached, request the Bureau of Labor Statistics to provide
an appropriate conversion of adjustrment, which shall be
applicable as of the appropriate Adjustment Date and
thereafter.
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APPENDIX IV
SUMMARY OF JOB AND INCOME SECURITY
PROGRAM

Tier | Tier It

{Employees with {Employees with

two years but less  ten years but less
than ten years of than twenty years of
accumulated depart- accumulated depart-

Subject rmental seniority) mental seniority)
A. SUB
1. Financing {@)The Maximum All SUB benefits
Benefit Limit are guaranteed.
_will be increased The Company will
from 18 cents .. advance amounts

times all hours ~  required to pay
worked in the benefits in full.
base 12 months

to 23 cents times

those hours.

{b)The Compary will
accrue a liability
of 9.5 cents per
hour worked until
the fund balance
equals 100 percent
of the Maximum
Benefit Limit.

{c)The Comparty will
also accrue a
liability for an
additionat 5
cents per hour
worked until the
fund balance equals
125 percent of the
Maximum Benefit
Limit.
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Tier il

(Employees with twenty or

more years of accumulated

departmental seniority} Referance for further details

Same as Tier |l See Article XXl of Labor
Agreement,
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APPENDIX IV {cont'd.)
SUMMARY OF JOB AND INCOME SECURITY

lower rated job (in
addition to existing
protection.

78

PROGRAM
Tier Tier Il
(Employeas with (Employees with
two years but less  ten years but less
than ten years of than twenty years of
accumulated depart- accumulated depart-
Subject mental seniority) mental seniority)
A. 5.UB. (contd)
2. Maximum Up to 52 weeks, Up to 78 weeks.
Duration
3. Maximum No benefit maximum Both maximums
Benefits  for weeks in which * are eliminated.
unemployment com- -
pensation is received;
$260 maximum,
B. Short Week
Benefits
1. Financing Al Short Week Same as Tier .
Bensfits are paid
directly by the
Company; no charge
against SUB Fund.
2. Deduction One holiday in a Same as Tier I,
of Holiday week will not be
Pay counted.
C. Income Employees will be Employees will
Maintenance guaranteed 90% be guaranteed
income protection 95% income
while workingona  protection,



Tier Il

(Employees with twenty or

more years of accumulated

departmental seniority) Reference for further details

Up to 104 weeks. See Article XXII of Labor
Agreement.

Same as Tier ll. See Article XXI|| of Labor
Agreement.

Same as Tier |. See Article XXl of Labor
Agreement.

Same as Tier I See Article XXIl of Labor

Employees will be guaran-

teed 95% income protection.
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Agreement.

Seo Article XX of Labor
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APPENDIX IV (cont'd.)

SUMMARY OF JOB AND INCOME SECURITY

Subject

PROGRAM

Tier | Tier I}

(Employees with {Employees with

two years but less  ten years but less
than ten years of than twenty vears of
accumulated depart- accumulated depart-
mental seniority) mental seniority)

D. Pensions
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Tier Il

(Employees with twenty or

mare years of accumulated

departmental seniority) Reference for further details
Rule of 65 Pension See Section Il of Pension

Agreement

1. Rule of 65 Pension
(age plus Pension Service
equals 65) for employees
who are affected by extended
layoff or disability; also,
such Pension applies to
employees who are displaced
as a result of a plant shut-
down (including shutdown
relating to energy problems)
and the Company fails to
provide suitable long-term
employrment.

2. Employse must have a minimum
of 20 years of Pension Service
as of the last day worked.

3. Benefit includes a special
retirement payment, a full
pension, plus {unti! the em-
ployee becomes entitled to
Social Security) a $400
supplement.

4. Supplement is suspended
whenever the employee
obtains suitable long-term
employment.
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APPENDIX IV {cont'd.}
SUMMARY OF JOB AND INCOME SECURITY

PROGRAM

Tier |

(Employees with

two years but less
than ten years of
accumulated depart-

Tier Il

(Employees with

ten years but less
than twenty years of
accumulated depart-

Subject mental seniority} mental seniority)

E. Sickness (1) Short Term Same as Tier |
and Disability: 50% or
Accident  60% of employee's

weekly base wage
for twenty-six {26)
weeks, as chosen by
employee

{2) Long Term
Disability: 50% or 60%
of employee's weekly
base wage until no
longer disabled or
Age 65, with a mini-
mum of five {5) years
coverage if disabled.

F. Medical Medical Insurance Medical Insurance
Insurance  and Life Insurance and Life Insurance
Coverage  continued for up continued for up
in Event to cne year. to two years
of Layoff
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Tier ill

(Employees with twenty or
more years of accumulated
departmental seniority) Reference for further details

Same as Tier [l Booklet. See General Provisions of
Insurance Booklet.
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APPENDIX V
SHIFT PREMIUM HOURLY RATES
Effective September 30, 2001

Second Third
Job {Afternoon) (Night)
Grade Shift _Shift
1and 2 0.341 0.568
3 0.345 0.575
4 0.349 0.582
5 0.353 0.588
6 0.357 0.595
7 0.361 0.602
8 0.365 0.608
9 0.369 0.615
10 0373 - 0.622
11 0.377 0.628
12 0.381 0.635
13 0.385 0.642
14 0.389 0.649
15 0.393 0.655
16 0.397 0.662
17 0.401 0.669
18 0.405 0.675
19 0.409 0.682
20 0.413 0.689
21 0.417 0.695
22 0.421 0.702
23 0.425 0.709
24 0.429 0.716
25 0.433 0.722
26 0.437 0.729
27 0.441 0.736
28 0.445 0.742
29 0.449 - 0.749
30 0.453 0.756
31 0.457 0.762
32 0.461 0.768
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APPENDIX VI
PERFORMANCE PAY PLAN

The following Performance Pay Plan provides for par-
ticipation by hourly employees represented by the
Union.

I. PURPOSE AND PHILOSOPHY

The purpose of Performance Pay is to share profits and
gains while focusing employees in a Business
Unit/Location on overall Corporate Financial Performance
and critical business goals. Working together and achiev-
ing Corporate Financial and Business Unit/Location goals
will result in increased profitability for the business and
monetary reward to employees. The intent is that all
employees in a Business Unit/Location will have the same
goals for variable compensation to achieve a common
focus on key performance goals and congruency of
employee treatment.

Guiding Principles for Performance Pay:

— The design and goals will be consistent with the
Business Unit/Location’s business strategies and with
Alcoa’s vision and values.

— The design and goals should support teamwork and
employee involvement, be perceived as fair, and be eas-
ily understood by employees.

— All employees in a Business Unit/Location will have
their Performance Pay payout based on the same
Performance Measures.

— A specified award opportunity will be based on the
performance of the Business Unit/Location. A separate
award opportunity will be based on Corporate Financial
Performance. Payouts for Business Unit/Location and
Corporate Financial Performance are independent of
each other.

— Variable compensation payouts will supplement the
negotiated base level of wages.

Il. ELIGIBLE EMPLOYEE

An Eligible Employee is an hourly employee covered by
this Agreement who had actual hours worked during the
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payroll weeks disbursed in the Year and who either had
employee status on December 31 of the Year or whose
employee status terminated during the Year due to death
or retirement.

lll. EFFECTIVE DATE

Performance Pay will be applicable for the full year
2001 and for the duration of the Agreement.

IV. DESIGN
1. General

The design requires that a range of performance
improvement be established for each Performance
Measure (financial or non-financial) that in turn translates
to a range of payout opportunity for employees. Higher
levels of performance results provide for higher tevels of
payout as a percentage of employee Eligible Earnings.

The normal payout rangje for Performance Pay is up to
10.0% of Eligibte Earnings.

The design provides that the award opportunity of up
to 5.0% of Eligible Earnings will be based on Alcoa
Corporate Financial Performance as measured by Return
on Equity of Alcoa and consolidated subsidiaries (ROE),
with an additional payout opportunity for outstanding cor-
porate results. There is no cap on the payout opportunity
for Corporate Financial Performance. Another payout
opportunity of up to 5.0% of Eligible Earnings will be
based on Business Unit/Location measurements.

The payouts for the corporate opportunities and the
Business Unit/Location opportunities are calculated inde-
pendently of each other.

2. Corporate Financial Performance

The Corporate Financial Performance has a threshold
of 10.0% ROE, a 15.0% ROE target, and an uncapped
performance range, except that for 1993 the threshold
shall be 8.0% ROE and the target shall be 10.0% ROE.

3. Business Unit/Location Performance’

Each Year beginning in 2002, a joint Company/Union
commitiee at each location will meet to review, discuss
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and provide input to the set of Performance Measures,
together with a threshold, target, and maximum value for
each measure, which will become the basis for the
Business Unit/Location Performance Measures must
sum to 50%.

If the joint committee is unable to agree on perform-
ance measures, management will determine and
implement the measurements, performance ranges, and
welghings applicable to all employees at the location
including bargaining unit employees for the Year, pro-
vided, however, that such measurements, performance
ranges, and weighings shall be no more difficut to
achieve than those last proposed by management in the
joint committee.

4. Payout Opportunities

The range of Performance Measures and the range of
payout percents forms the basis for payout opportunities.

If neither Corporate Financial Performance nor
Business Unit/Location Performance reaches its thresh-
old, no Performance Pay payout will be made.

2.5% of Eligible Eamings will be the payout should
both Corporate Financial Performance and Business
Unit/Location Performance be at the threshold of the
range.

5.0% of Eligible Earnings will be the payout should
both Corporate Financial Performance and Business
Unit/Location Performance be at target.

10.0% of Eligible Earnings will be the payout should
both Corporate Financial Performance and Business
Unit/tocation Performance be at the normal range
maximum.

The normal maximum payout opportunity on the cor-
porate portion is uncapped above a 22.5% ROE.
Performance results above a 22.5% ROE will resutt in
extending the payout opportunity on Eligible Eamings at
two times the rate of increase of the corporate portion as
compared to the normal range above 15.0% ROE.
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For Comorate Financial Performance and/or Business
Unit/Location Performance which falls between the
threshold and maximum values, the payout percent will
be calculated by interpolation.

V. DEFINITIONS

For purposes of Performance Pay, the following defini-
tions are established:

1. Business Unit/Location ... means a business unit,
plant location or organizational unit within a location.

2. Business Unit/Location Performance ... are goals
which witl be determined locally and communicated to ali
participants normally at the beginning of the Year
Business Unit/Location Performance Measures may be
financial, non-financial, or a mix.

3. Corporate Financial Performance ... has a thresh-
old of 10.0% ROE, a 15.0% ROE target, and an
uncapped performance range. The Compensation
Committee of the Board of Directors has the authority to
make adjustments to results because of unusuat events or
extraordinary circumstances.

4. Eligible Earnings ... means the sum of straight-time
hourly-base wages (for straight-time hours and overtime
hours); straight-time cost-of-living allowance (for straight-
time hours and overtime hours); straight-time shift and
schedule premiums {for straight-time hours and overtime
hours); vacation pay; unworked holiday pay; and jury, wit-
ness and bereavement pay.

The definition of Eligible Earnings for an Eligible
Employee who is on disability attributable in whole or in
part to his or her employment with the Company, shall
include the time lost and the straight-time earnings asso-
ciated with that time lost at a rate not to exceed 8 hours
per day or 40 hours per week.

The period used to determine Eligible Earnings for a
Year shali encompass the same payroll weeks used in the
determination of the Year's W-2 earnings.

5. Eligible Employee ... is an hourly employee covered
by this Agreement who had actual hours worked during
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the payroll weeks disbursed in the Year and who either
had employee status on December 31 of the Year or
whose employee status is terminated during the Year due
to death or retirement.

6. Financial Thresholds ... payouts will only occur
after meeting specified financial profit thresholds. For the
Corporate Financial Performance, the Financial Threshold
is 10.0% ROE. There is no financial threshold for
Business Unit/Location non-financial performance meas-
urements.

7. Percent of Target Attained ... is the ratio of actual
results to target value for corporate performance and
Business Unit/Location Performance Measures, with val-
ues of 50% at threshold, 100% at target, and 200% at
maximum or higher for outstanding Corporate Financial
Performance above 22.5% ROE.

8. Performance Measures ... are the set of financial
and/or non-financial measures upon which the Business
Unit/Location portion of any Performance Pay payout is
based. If more than one Performance Measure will be
used, each of the measures must be weighted in impor-
tance, the sum of the weights totaling 50%.

9. Year .. means the 12-month pericd beginning
January 1 and ending on December 31 for the Year 2001
and each additional year for the duration of the
Agreement.

VI. CALCULATION OF THE
PERFORMANCE PAY PAYOUT

At the end of each Year, full-year results will be used to
calculate a Performance Pay payout, with corporate
results against a Target value of 15.0% Return on Equity
determining the corporate portion of the payout and
attainment against Performance Measures as the basis
for the Business Unit/Location portion of the payout.

A worksheet has been prepared for the calculation of
the Performance Pay payout.

The actual result for Corporate Financial Performance
and each Performance Measure will be compared to its
range of performance to determine a Percent of Target
Attained, as follows:
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— if the Corporate Financial Performance is below the
threshold value of 10.0% ROE, the corporate Percent of
Target Attained will be zero (0%) for the corporate portion
of the payout;

— For each Performance Measure used to determine
the Business Unit/Location portion of the payout, a result
which is below the threshold will result in a Percent of
Target Attained of zero (0%} for that Performance
Measure;

— For results which are between the threshold and
maximum values for Corporate Financial Performance or
a Business Unit/Location Performance Measure, interpo-
lation will be used to determine the respective Percent of
Target Attained;

— For each Business Unit/Location Performance
Measure, a result which exceeds the maximum will result
in a Percent of Target Attained of 200% for that
Performance Measure;

— For Corporate Financial Performance which
exceeds 22.5% ROE, a Percent of Target Attained will be
calculated by doubling the rate of increase in payout
opportunity as compared to the range above 15.0% ROE
for that portion of the results which exceed 22.5% ROE;

— The corporate Percent of Target Attained will be
multiplied by 50% to determine a weighted corporate
Percent of Target Attained;

-— The Percent of Target Attained for each Business
Unit/Location Performance Measure will be multiplied by
the weight assigned to it to determine a weighted Percent
of Target Attained;

— The weighted results will be summed to determine
a total Business Unit/ Location Percent of Target
Attained;

— The total Business Unit/Location Percent of Target
Attained will be added to the weighted corporate Percent
of Target Attained to determine a Total Percent of Target
Attained;

— The Total Percent of Target Attained will be multi-
plied by 5.0% to determine the payout percentage;
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—- An employee’s Performance Pay payout will be cal-
culated by multiplying his/her Eligible Eamings by the
payout percentage.

VIi. ADMINISTRATION OF THE PERFORMANCE PAY

The information necessary to administer the provisions
of Performance Pay will be prepared and maintained by
the Company. The costs associated with its administra-
tion will be borne by the Company.

Communication

The parties believe that it is important for participants
in Performance Pay to understand the relevant goals,
thresholds and maximum performance levels to under-
stand the Business Unit/Location focus and their
potential payout opportunities.

Administration

In the event an employee quits or is terminated during
the Year, no payout shall be paid. In the event of death,
disability, retirement or layoff, an employee's award will be
calculated on actual Eligible Earnings.

In the event an employee is transferred between
Business Unit/Location, the payout shall be pro-rated for
the number of whole weeks worked in each unit, based
on the employee’s job classification for each week.

Payouts will be determined annually and shall be deter-
mined and paid as soon as practical after the close of the
calendar year.

The determination of accounting policies in regards to
Performance Pay shall be at the sole discretion of the
Company. Such poiicies shall be applied in accordance
with accounting practices of the Company.

The Compensation Committee of Alcoa's Board of
Directors has the authority to make adjustments to
results because of unusual events. Business
Unit/Location management and bargaining unit represen-
tatives will be provided the opportunity to give input for
consideration for such adjustments. Such events might
include the purchase or sale of business assets that was
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not planhed when goals were set for that Year, plant shut-
downs, etc. It is intended that, once a commitment has
been made to goals, changes will not be entertained
except in truly unusual situations.

The Performance Pay calculations for each business
unit and corporate performance for each Year will be
communicated to the Union prior to payment.

A report of such calculations, when accompanied by a
certification by the Controller of the Company that the
Performance Pay calculations are in accordance with the
provisions of Performance Pay, shall be final and binding
on the Union, participants, beneficiaries, and the
Company.

Payments of Performance Pay shall not be considered
eamings for any other purpose, except as subject to the
applicable statutory taxes on income.

The provisions governing Performance Pay shall not be
subject to the grievance and arbitration procedures of the
Labor Agreement.

This Agreement has been reached on the basis that the
Union will ensure that, until and only to the extent the
information is made avaflable by the Company to the pub-
lic at large, the information will be disclosed only to those
reviewing for the Union the computations related to
Performance Pay and neither the Union nor anyone
reviewing such information for the Union will make any
other disclosure of the Information.

It is the intent and understanding of the parties that
Performance Pay provide a vehicle for sharing profits, and
should payment of Performance Pay, or any part of such
payment, be required to be included in the regular rate
under the Fair Labor Standards Act of any eligible hourly
employee, the Company will reduce applicable percent-
ages and adjust individual payout amounts such that the
total payout for the applicable Year for each Business
Unit/Location for bargaining-unit employees will not be
changed by such decision. The parties shall make any
and all adjustments to this document as may be neces-
sary from time to time to ensure that the intent and
understanding is upheld.
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APPENDIX viI
SUCCESSORSHIP

If the Company sells an entire plant or an organization-
ally distinct operation thereof, subject to this Labor
Agreement, and the purchaser intends to operate the
same business at the same location within one (1) year of
the sale, the purchase and sale agreement will include a
provision to require the purchaser to extend offers of
employment to members of the Company’s collective
bargaining unit such that a majority of the employees the
purchaser needs to perform unit work wiil be rmembers of
the Company’s collective bargaining unit. The Company
will have no further obligation under this provision if (a) the
purchase and sale agreement contains such terms or )
the purchaser commits to the Company that it does not
intend to operate the same business at the same location
within one (1) year of the sale. This provision does not
apply to the sale of a plant which has been closed for at
least six (6) months or to the separate sale of equipment
and/or real estate, including buildings, not intended to be
Operated within one (1) year after sale as the business at
the same location.

APPENDIX VIII
NEUTRALITY

The Company agrees to a position of neutrality in the
event that the Union seeks to represent any nonrepre-
sented employees of the Alcoa, Inc. Neutrality means
that the Company shall not comment negatively concem-
ing the integrity or character of the Union or its officials,

The Company’s commitment to remain neutral shall
cease if the Union, its agents, or its supporters comment
negatively on the integrity or character of the Alcoa, Inc.
or its representatives.

The Company shall not unduly delay an election by the
National Labor Relations Beard.

LOCAL SUPPLEMENT
ARTICLE XXIX — REDUCTION OF FORCES

A. If, due to a reduction in working forces or as a result
of and adjustment of hours in any department, an
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ARTICLE XXIX (Contd.)

employee is to be demoted, seniority shall, subject to the
exceptions stated in Section 33 of Article XVI determine
which employee shall be so demoted.

B. When it is necessary to lay off in the course of
reducing the working forces in any department, seniority
shall, subject to the exceptions stated in Section 33 of
Article XVI, govern the order of the layoffs and after fol-
lowing the procedure in Paragraph A above, the employee
with the lowest seniority shall be laid off first.

C. An employee laid off in any reduction of forces who
has maintained his/her company seniority and is willing
and able to do the job shall be given preference for avail-
able employment in other departments or plants within
the bargaining unit before new employees shall be hired
in such other departments.

D. An employee with one year or more comparny sen-
iority who is scheduled to be laid off shall, upon his/her
request, be transferred to such department of the bar-
galning unit and placed in such classification listed below
as may be decided upon by the Cormpany, provided:

i. There is work available which the employee is able to
perform in a vacancy in one of the following classifica-
tions:

Janitor

Laborer

Die Room & Machine Shop Helper

Charger

Steam Clean Operator

Blacklight Hetper

Straightener Helper

ii. His/her company seniority is greater than that of an
employee in one of the above listed classifications and
he/she is able to perform the work, in which case he/she

will replace the employee with the least company senior-
ity in such classification.

E. An employee with one year or more company sen-
iority who is displaced by application of D-ii above shall,
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if he/she so requests, have the right to placement under
the pravisions of Paragraph D if his/her company senior-
ity so warrants.

F. An employee with one year or more of company sen-
iority who is displaced because of a major improvement,
a major change in process, or the permanent elimination
of an entire operating unit or department shall be placed
in accordance with Paragraph D above, or may be trans-
ferred to a classification with the bargaining unit as may
be decided by the Company provided there are employ-
ees in such classification with less than one year of
company seniority in which case the employee within the
classification with the least company seniority shall be
displaced.

LOCAL SUPPLEMENT
ARTICLE XXX -- RESTORATION OF FORCES

A. In the restoration of forces in any department (or
agreed subdivision thereof), the employees shall, subject
to the exceptions stated in Section 33 {Exceptions to the
Application of Seniority), be recalled in the following order
provided each employee is able to perform the work:

1. The employee working in the department who had
been demoted because of a reduction of forces shall,
upon restoration of forces in the department, be returned
to the classification, when available, held prior to such
reduction of forces as caused his/her demaotion, in order
of greatest company seniority.

2. Employees who have been previously laid off from
their regular department and who have restoration rights
to the vacancy shall be recalled to their regular depart-
ment in order of greatest company seniority, provided
that the vacancy is in a classification other than the one
listed in Articke XXIX, Paragraph D, of the Local
Supplement. Upon such recall, they shall then be
restored directly to job classifications to which they then
have restoration rights. A refusal by such employees then
working in other departments to accept such recall shall
constitute forfeiture of seniarity within their regular
department, and the department in which the employee
is then working becomes his/her regular department or, in
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ARTICLE XXX (Contd.)

the case of employees not then working in other depart-
ments, refusal to accept such recall shall constitute
forfeiture of seniority in accordance with the provisions of
Article XVI.

3. A vacancy remaining in a job classification not listed
in Article XXIX, Paragraph D (Reduction of Forces) of the
Local Supplement after application of Paragraphs 1 and
2 above shall be filled by application of Article XVII,
Section 37A of the Master Agreement.

4, A vacancy remaining in a job classification other than
one listed in Article XXIX, Paragraph D of the Local
Supplement after application of Paragraphs 1, 2 and 3
above shall be filled by recalling to their regular depart-
ment and directly to the classification the employee with
the greatest company seniority. If the recalied employee
is then working in another department, a refusal to accept
such recall shall constitute forfeiture of seniority within
that department, and the department in which the
employee is then working becomes his/her regular
department.

5. If after application of 1, 2, 3 and 4 above, a vacancy
remains, such vacancy will be filed by application of
Article XVil, Section 37 (New Job Classification of
Vacancy in Classification), except that employees then
laid off from the Works will be considered along
with applications for transfer on the basis of company
seniority.

B. An employee laid off from his/her regular depart-
ment and subsequently employed in another department
may, when scheduled to be iaid off from such second
department, elect to have the latter department become
his/her regular department for the purposes of this Article.
i he/she so elects he/she forfeits any seniority rights
insofar as his/her former regular department is con-
cerned.

C. If a vacancy is not filled by a restoration of forces in
accordance with Paragraph A4 and additional employees
are not required in the department, such vacancy shall be
filled from among the employees then working in the
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department in accordance with Article XV, Section
37A (New Job Classification or Vacancy in
Classification).

ARTIGLE XXX} — PAY FOR LOST TIME

When the local plant conferences between any
employee (including his/her or their Union representative
or representatives) and the local plant Management or the
processing or investigating of grievances must be held
during his/her or their regular working hours, such confer-
ences, processing, or investigating the grievances shall
not result in any loss of time (hourly rate) to any such
employees.

This Article is not subject to arbitration under Article V.

This Local Supplement for the Cleveland Works shall
have the same period and be subject to the same termi-
nation provisions as the Master Agreement executed
concurrently herewith.

ARTICLE XXXIl — REFUSAL OF ASSIGNMENT

If an employee refuses or fails to accept an assignment
of a job classification other than his/her regular one, either
in his/her own department or by transfer to some other
department, hefshe shall not lose his/her seniority in
hissher own department except as provided in Article
XXIX (Reduction of Forces) or XXX {Restoration of Forces)
of the applicable Local Supplement and Asticle XV,
Section 32 (Notice of Restoration of Forces).

It is not the intent of this Article to provide employees
the arbitrary right to refuse termporary assighments.
Management will not use temporary assignments to
unfairly discriminate against, harass, or discipline an
employee.

CLEVELAND WORKS
JOB CLASSIFICATIONS AND GRADES

The following list of current job classifications and
grades is for informational purposes only. The existence
of this list in no way affects the provisions of the Labor
Agreement and associated documents with respect to
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changing, eliminating or combining of existing classifica-
tions or the creation of new jobs,

Forge

Abrasive Saw Operator—Test Lab
" Band Saw Helper—Trim Room
Band Saw Qperator—Final Cleanup
Bench Hand—Final Cleanup
Bench Trimmer—Titanium
Blacklight Helper

Blacklight Inspector

Blacklight Inspector Trainee
Charger—Hammer Shop

~ Chemical Finisher

Circular Saw/Slab Saw Operator
Closed Die Forger

O o h N OW o

N
w W

Coating Applicator
CNC Machinist
Crane Operator—Die Shop

N
(=]

Crane Operator—Die Storage

Crane Operator—Hammer Shop
Crane Operator—Metal Prep.

Crane Operator—Press Room

Die Room and Machine Shop Hetper

DM W O W o o

Die Storage Attendant
Final Inspector 13
Finish Operator—Wheel Line

o ©

Forging Chipper—Trim Room
Forging Machine First Helper 8
Forging Machine Operator 14
Forging Machine Utility Operator 10
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Forge

Forging Roll Operator

Forging Tool Assembler
Grinder—Final Cleanup

Hammer Operator

Hammer Utility Operator

Heat Treater

High Temperature Metal Inspector
High Temperature Metal Inspector Trainee
Hot Inspector

Hot [nspector—Trainee

Hydraulic Press First Helper
Hydraulic Press Forger

Hydraulic Press Forger—Trainee
Hydraulic Press Lever Operator
Hydraulic Press Utility Operator
industrial Truck Driver—Forge
tndustrial Truck Driver—Shipping
Laboratory Machine Operator
Laborer—Die Room
Laborer—Final Cleanup
Laborer—General

Laborer—Metal Prep.
Laborer—Trim Room

Large Band Saw Operator

Large Hammer First Helper

Large Hammer Heater

Large Hammer Helper

Large Trim Press Setup Operator—Hammer
Layout Person
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Forge Grade
Layout Trainee 12,15, 18
Manipulator Operator 9
Manipulator Operator-Electric 13
Mechanical Press First Helper 8
Mechanical Press Operator 14
Mechanical Press Utility Operator 10
Metal Service Person 5
Open Die Forger 23
Packer 5
Press Helper 7
Process Specialist-Final Clean Up 13-16
Process Specialist-Heat Treat 16-19
Process Specialist-Inspection—Large Aero '19-22
Process Specialist-Inspection—Small Aero  19-22
Process Specialist-Metal Prep 1417
Process Specialist-Press Room-Auto 18-21

Process Specialist-Press Room—Large Aerc 18-21
Process Specialist-Press Room—Small Aero 18-21

Process Specialist- Press Room—Truck
Process Specialist-Repair-Large Aero
Process Specialist-Repair-Small Aero
Process Specialist-Wheel Line-Coater
Process Specialist-Wheel Line-Heat Treat
Production Machine Operator

Production Machinist

Production Machinist-Trainee

Propeller Tong Holder

Saw Sharpener

Senior Die Storage Attendant
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10

14
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Forge Grade

Senior Trim Machine Operator

Small Band Saw Operator—Test Lab
Small Band Saw Operator—Trim Roomn
Small Hammer Helper

Small Trim Press Operator

o O & 3~

Small Trim Press Setup Person 12
Specialized Production Machine Toel Operator 14
Steam Clean Operator

Stock Attendant—Metal Prep.

Stock Preparation Operator—Metal Prep.
Straightener A 1
Straightener Helper

Tool Room ClerkTest Lab

Tool Room/Qil Attendant—Production Machine
Torch Trimmer

Ultrasonic Operator—Contact

O ® O W =00 RN

Ultrasonic Operator—Immersion 16
Ultrasonic Immersion Trainee 14,15
Wheelabrator Operator 7
Wheel Line Machinist 13
Wheel Line Service Operator 11
Wheel Line Shipping Truck Driver 10
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Maintenance and

Engineering and General
Environmental Servicer
Environmental Servicer
Facilities Generalist

Facilities Maintenance Specialist

Facilities Maintenance Specialist Apprentice

Electrician

Electrician Apprentice

Millwright

Millwright Apprentice

Toolmaker

Toolmaker Apprentice

Heavy Equipment Operator

Industrial Truck DriverBuilding & Yards
Janitor

LaborerBuilding & Yards
LaborerMaintenance

Maintenance Helper

Power and Compressor House Mechanic
Power and Compressor House Helper
Power House/Refrigeration Engineer
Power Sweeper Operator

Rotoclone Cleaner

Stores and Receiving Clerk

Tool Room ClerkMaintenance

Auto Wheel Plant

Electrician Technician
Millwright Technician
Operator Technician
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ALCOA, INC,
1600 Harvard Avenue, Cleveland, Ohic 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
Intemnational Union, UAW
Alcoa Departiment

8000 E. Jefferson Avenue
Dewoit, M1 48214

Dear Ms. Bunn:

During the 1980 negotiations, the Company expressed concern regarding
the Union's application of Article V, Section 15-B of our Labor Agreement.
Moreover, the Company expressed apprehension with respect to timely
awareness of the grievances the Union was appealing under the
aforementioned Section. Such grievances shall ¢concern enly those matters
which are designated in the Labor Agreement as being non-arbitrable. Such
grievances should have been processed through the appropriate steps of the
grievance procedure. Nonmandatory subjects of bargaining are also
precluded from consideration under this procedure.

As a result of our discussions, the Union acknowledges that the Company
should be made aware of the grievances to be discussed as far in advance
as possible. If the Company has grounds to believe that any of the
grievances submitted under this Section are not proper for such hearings,
the Union will be so notified as soon as it can practically be accomplished
and the parties shall confer regarding such matters. If such five (5) day
meetings are subsequently held, no additional grievances will be
considered, discussed or pursued in any manner, either directly or indirectly
during such meetings. The Union will not permit any presentation or
processing of grievances in Section 15 meetings which have not previcusly
been communicated to the Company on a timely basis.

Very truly yours,

Kathryn Shen
Manager, Homan Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
[nternational Union, UAW
Alcoa Depariment

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During our 1980 negotiations, the Union requested prompt notification of
job changes as'comprehended under Article XXIV, Section 44 of the Labor
Agreement,

The Company agrees that timely notification to the Union of such change is
an important factor in the effective administration of our Wage Manual
procedures. We also recognize, however, that determination of the
significance of a change or combination of changes involves a matter of
judgment upon which hanest disagreement may arise. Nonetheless, the
Company intends to inform the Union prompdy of any change which we
judge of significance to warrant application of the provisions of Section 44,

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isancson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30. 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

This will record the agreement reached between the parties on several
matters recently discussed in connection with certain provisions of the
current Labor Agreement between the International UAW and its Local
1050, and the ALCCOA, INC., Cleveland, Ohio Works.

Effective 2001 September 30, for a peried expiring 2004 September 30, a
leave of absence, to be termed a Non-Disabled Health Related Leave
(NDHRL), will be granted when such a leave is mutually satisfactory to the
Cormpany and the affected employee. Such leave of absence shall not
exceed six months in duration.

During a Non-Disabled Health Related Leave, the employee shall
accumulate departmental seniority as if he or she were on layoff, and
contractual benefit coverages provided in Article XXI of the Labor
Agreement, as described in the Employees Group Benefits Plan, shall be
continued.

An employee becoming disabled while on a Non-Disabled Health Related
Leave shall be placed on Sick Leave.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson

107



ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice Prestdent & Director
International Union, UAW
Alcoa Department

BOOO E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

This will confirm our discussion concerning the matter of allowing Local
Union officers on full-time leave to continue their participation in certain
aspects of our Employees Group Benefits Plan on a contributory basis.

The Company is willing to allow such participation in the following
coverages if the individual makes a monthly payment of $650.00 (effective
September 30, 1996) to the Company on the first of each month at the
location from which the individual is on leave of absence: Life Insurance -
$35,000; Managed Care, Dental Expense and Vision Expense Coverages
(employee and dependent).

Changes in the Employees Group Benefit Plan or other cost increases to the
Company for those covernges during the term of our Agreement will
require a corresponding adjustment in the monthly payment cited above.
Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenus, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the course of our 1971 contract negotiations, the matter of payment
of Supplemental Unemployment Benefits at the Cleveland Works came
under discussion.

This will confirm the understanding we reached to the effect that if an
employee properly has and maintains layoff status, and is determined to be
eligible for State unemployment compensation, and meets the contractual
requirements for Supplemental Unemployment Benefits, he will be
considered to be eligible for such Supplemental Unemployment Benefits by
the Company.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relatons

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:
RE: ARTICLE XXIV - SECTION 44

During the course of the 1974 negotiations, the Company made o proposal
on the captioned provision, In that language there were examples of valid
operating reasons for instituting changes to existing job classifications. The
Union expressed apprehension that the Company would possibly take the
position that the enumerated examples constituted the only valid reasons for
such changes.

The purpose of this letter is to assure the Union that the examples thus
offered were offered solely as exzmples and were not intended to be the
only reasons constituting valid operating reasons for instituting changes of
job classifteations.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed;

Richard Isnacson
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ALCOA, INC.
1600 Harvard Avenue, Clsveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President
International Union, UAW
Alcoa Deparument

8000 E. Jefferson Avenue
Detroit, MI 48214

Dear Ms.Bunn:

During the negotiations of our 1977 Agreement the subject of the grievance
procedure was discussed in considerable detail. The intent of this letter ts to
set forth the principa! objectives established at that time and shared by the
parties in this matter and to reconfirm discussions conducted on the subject
during the 1962 and 1983 negotiations.

We agreed that the procedure as it has been functioning has not been as
effective and responsive as we wish and intend. No singular primary reason
can be identified for the procedure’s past deficiencies. However, there have
becn o number of contributing factors, including: insufficient attention and
effort being devoted to the problem-solving and communication aspects of
the procedure at lower and more knowledgeable levels; large numbers of
repetitive grievances; unnecessary defays in hearing and answering griev-
ances; and lack of order and business like conduct during grievance
meetngs.

In order to improve this aspect of our relationship we have recognized the
need to improve the effectiveness of the grievance procedure by such
means as cooperating at all levels by approaching issues in a true sense of
problem-solving discussion with the objective of reaching equitable
solutions as expeditiously as possible. It is the intent of both parties to
isolate the issues in dispute and to clearly state those specific differences
throughout the grievance procedure. When a contractual difference exists
between the parties that cannot be resolved outside the formal grievance
procedure, the Union will set forth the grievance clearly and completely in
writing. The parties agreed to record initial grievance discussions (filing) at
the first step of the procedure. The occasion of a first step grievance dis-
cussion shall be noted as to the date and subject discussed, such note to be
initiated by the parties specified in Anticle IV and a copy retained by each.
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A grievance initiated or appealed beyond Step 1 of the grievance procedure
will include specifically the facts in dispute, the pentinent contractual
language to support the grievant’s position, the grievant's name{s), and the
requested remedy. The Company’s second and third step grievance answers
will state the nature of and basis for the complaint presented as well as the
Company’s disposition of the grievance. The Company further agreed that
it would do its part to expedite all grievances through all steps of the
grievance procedure. During processing of grievances, representatives of
both parties will confine themselves to the facts and circumstances of the
grievance ot hand which clearly define the problem as it has been set forth
by the Union as described above, and to which they will address
themselves in an orderly, mutually respectful and businesslike manner,

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed;

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms, Elizabeth Bunn

Vice President & Director

International Union, UAW

Alcoa Department .
8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

The following restates the essence of our discussions during 1968 contract
negotiations regarding the Union’s concern for the preparation of
bargaining unit employees for advancements in operations and equipment.

The Company recognizes that as equipment, machinery, and processes
change. the need to update skills and knowledge may exist for bargaining
unit employees 1o properly pevform their jobs. It is, therefore, the
Company’s intent to provide to the extent reasonable and practicable, the
additional training and work experience made necessary by such changes.
The timing of such training and work experience, together with the
determination of which and how many employees should be involved, will
necessarily be governed by pertinent circumstances, including, but not
confined 1o, the likelihood of a panticular employee’s being eligible for the
job, the state of perfection of the changed process or equipment, the
availability of the equipment, and production requirements.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Qhio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn;

During the course of our 1974 negotiations, the handling of wage study
issues was discussed. It was agreed that when raising such issues, the
Union will at that time, indicate in writing the following:

a. Title, Department, and Job Number of the job classification in
question.

b, Nature and date of contended change(s), if applicable.

c. List of the factors in dispute and the pesition of the Union in
each factor.

It was further agreed that if o wage study grievance is not appealed within
ninety (90} days from the date a written reply is received at any step, back
pay will not accumulate beyond the end of such ninety (90) days and the
time the appeal is made.

The Company confirms its intent to expeditiously consider and respond to
wage study issues raised by the Union.

Very wuly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed;

Richard Isaacson
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ALCOA, INC,
1600 Harvard Avenue, Cleveland, Chio 44105

Septemnber 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the course of our 1974 negotiations, it was agreed that the Company
and the Union will continue to review current and future judicial decisions
interpreting applicable civil rights legislation. Where such decisions
necessitate modifications of this Agreement, the signatory parties hereto
will promptly negotiate and implement such modifications. Hlustrative of
areas which will receive continuing careful scrutiny to assure compliance
with such legislation and subsequent interpretive judicial decisions are
wades apprenticeships, transfer, bidding, demeotion, layoff and recall
procedures, lines of progression, and the effect of both Company and
departmental seniority on equal employment opportunity for female and
minority employees.

Very truly yours,

Kathryn Shen
Manager, Hurman Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

During our 1974 negotiations the matter of appropriate representation for
Union Officials was discussed.

The Company regards it as desirable that Chief Plant Stewards, Chief Shift
Stewards, Bargaining Committee Members, Plant Chairmen and Plant Vice
Chairmen be provided consultation under Article V1, Paragraph B with
another Union Official presently in the plant of equal or higher status, It is
understood that these amrangements when made, would depend upon the
relative availability of personnel and would not interfere with the operating
requirements of the plant.

Very tuly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms, Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

This will confirm the understanding reached during our 1974 Labor
Negotiations that the Company regards it as desirable in disciplinary cases
involving intoxication, that consultation under Article VI, Paragraph B of
the Labor Agreement be provided unless a disorderly or potentially
disorderly situation appears imminent.

Very traly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Qhio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Departrent

8000 E. Jefferson Avenue

Detroit, Mi 48214

Dear Ms, Bunn:

This will record the gist of our discussion on Article X] (Supervisors) of the
Labor Agrezment during our 1968 negotiations. The removal of “regularly”
from that provision was to allay Union fears and contentions that significant
amount of bargaining unit work could be performed by supervisors without
literal violation of the previous provision. It was agreed by the parties,
however, that it was not intended that the removal of that word would
encourage or legitimatize complaints stemming from instances where the
work performed was incidental to proper supervisory functions,

Very wruly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Conlirmed:

Richard Isaacson

118



ALCOA, INC,
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
Intemational Union, GAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During our 1968 contract negotiations, the problems of overtime worked
immediateby subsequent to the layoff of employees from classifications
affected by the overtime and the Union’s desire for more advance notice of
layoffs were discussed. The Company has stated, and hereby confirms, that
layoffs planned by the Company to become effective late in the payroll
week will, whenever practicable, be considered and posted to become
effective at the end of that payroll week, thereby enabling the employees
due to be laid off to share in that weekend’s overtime.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms, Bunn:

During the negotiations of the 1965 Agreement, the matter of accumnulation
of departmental seniority of an employee recalled or transferred to a
department was discussed.

It was agreed that in instances where such an employee is detained in the
department in which he is then working, the accumulation of departmental
seniority in the department to which he is being recatled or transferred will
begin as of the date the first employee invelved in the same recalt or
transfer enters the department.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
Intemational Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

During our 1965 negotiations, we discussed Section 7 (Limitations) of the
Labor Agreement, We told you that we do not consider that Section to be a
bar to our assumption of Liabilities beyond the limits specified in that
Section in cases where we feel there are unambiguous and compelling
equities militating for additional liability.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard 1saacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the course of the negotiations of our 1962 Agreement, the matter of
granting leaves of absence for employees to campaign for and serve in full-
time political office under the provisions of Section 16 of the Agreement
was discussed. It was agreed that such campaigning for and serving in full-
time political office would meet the “reasonable cause™ requirement of this
Section.

Such leaves may initially be granted for a period not to exceed two years,
and are subject {0 renewal on a yearly basis on proper application by the
employee and according to the same rules affecting the original issuance of
the leave.

An employee on such leave, to be eligible for re-employment, should apply
for reinstatement prior {o expiration of the leave, or within fifteen days of
the termination of the political job, whichever comes first.

It should be understood that for any employees granted such leave of

absence, both parties grant the “consent” called for in Paragraph A of
Section 16.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Indusirial Relations

Confirmed:

Richard Isaacson

122



ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

This will confirm the understanding reached during the negotiations of our
1962 Agreement with respect to the placement of an employee under
Anticle XTV, Disabled or Handicapped Employees. In the future, when the
Company and Union agree (o placement of an employee under Article XIV,
the conditions pertaining to that placement shall be put in writing and
signed by the parties.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

During negotiations for our 1996 Labor Agreement we discussed the
Union’s desire to institute a grievance reinstatement procedure under Article
IV of the Agreement.

We agreed to a limited grievance reinstatement procedure to be applicable
in situations where the Intemational Union desires, pursuant to its internal
appeal procedures, to reinstate a previously withdrawn or settled grievance.
The procedure will be applicable as follows:

1. The International Union shall inform the Company of the results of
its internal review procedure and shall set forth in writing its reasons
for suggesting a reinstatemnent.

2. The International Union and the Company shall consult regarding
such requests and shall reinstate such grievances as they may
mutually agree upon, which agreement shall not be unreasonably
withheld.

3. The Union shall indemnify and hold the Company harmless from and
against any and all claims, demands, suits or other forms of liability,
inctuding but not limited to back pay liability, which may accrue
during the period of lime between the date a grievance is setiled or
withdrawn and the date such grievance is reinstated. Requests to
reinstate any given grievance hereunder shall be made within one (1)
year of the date of settlement or withdrawal of such grievance,

Either party hereto may discontinue this agreement upon giving at least
thirty (30) days” notice 1o the other party of its intention 10 do so. The
giving of the foregoing notice shall not reflact the status of any grievances
reinstated prior o the date of said notice,

Very truly yours,
Kathryn Shen

Manager, Human Resources/Industrial Relations
Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30. 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:
During our 1980 contract negotiations we discussed the subject of
continuance of Stckness and Accident Coverage for employees on leaves of

absence,

It was agreed that in case of absence due to a leave of absence, Sickness
and Accident Coverage would be continued for up to 15 days.

It is further agreed by means of this letter that an employee granted a leave
of absence to perform authorized Union business would have Sickness and
Accident Coverage continued for up to 31 days.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue
Detroit, MI 48214

Dear Ms. Bunn;

During the negotiation of our 1983 Labor Agreement, we discussed the
situation where a given disciplinary action is predicated upon the existence
of a prior disciplinary action and the latter is subsequently rescinded in full
by the Board of Arbitration.

This will confirm that where a given disciplinary action is rescinded in full
by the Board of Arbitration, and the existence of that disciplinary action
had been used to determine the magnitude of a subsequent disciplinary
action, the subsequent disciplinary action will be reduced to the magnitude
it would have been had the original disciplinary action not existed.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the negotiations of our 1983 Labor Agreement, the Union requested
that the Company notify the local Union when employees on sick leave or
layoff receive vacation pay and when employees on layoff receive
Supplemental Unemployment Benefits (SUB).

This will confirm that on a monthly basis, the Company will provide the
local Financial Secretary of the Union with the names of employees on sick
leave and layoff who received vacation pay and the names of employees on
layoff who received SUB during that month.

In the instance that the existing payroll mechanism for complying with this
request is changed due to organizational restructuring within the Company,
the local parties will meet to determine how this request will be dealt with
in the new structure.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson

127



ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

Cost containment of health-care costs are a mutual concern. The parties
therefore agree to establish a Joint UAW-Company Study Committee to
review various ways 1o contain the cost of health care delivery, assure
quality and accessibility to care, and maintain or enhance the current level
of benefits,

The Committee shall review:
1 -Utilization and quality review programs.
2 -Managed care programs.
3 -Enhancement of benefits through cost effective delivery.

4 -Expansion of offerings of HMOs, PPOs and implementation of
EPQs.

5 -Social legislation and community planning that affect health care
costs, accessibility, and quality,

Implementation of the Joint Committee recommendations may take place
upon mutual agreement of the parties.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relattons

Confirmed:

Richard Isancsen
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the 2001 negotiations, the Company and Union agreed to allow the
local parties to continue using their process of having an annually-
developed, mutually-acceptable agreement for allowing employees two (2)

weeks of regular vacation time to be taken in increments of one day at a
time.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn;

During our discussions of the 1993 collective bargaining agreement, the
partics recognized that a National Health Care Program was under active
discussion in Washington, D.C. and throughout the country. While the
parties do not know what the details of such a Program might be and how it
might impact bargaining-unit employees and the Company, the panties
agree that should such a Program become effective, they will meet to
resotve any issues raised by the overlap of that Program with the insurance
program for bargaining-unit employecs by utilizing the following
principles:

I.  Duplication will be eliminated at no loss to employees,

2. Net savings, if any, realized by the Company from the
implementation of the National Health Care Program shall be paid
into a fund established for payment of retiree insurance costs in
future years. “Net Savings realized” will be measured as the
amount of reduction in the Company’s cost from the amount of
expense in the calendar year immediately prior to full
implementation of a National Health Care Program and shall take
into consideration any premiums, taxes, or other contribution paid
by the Company associated with funding the National Health Care
Program.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard [saacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

This will confirm our agreement during 1993 negotiations that the
definition of Eligible Eamings (Section V, item 4 of Appendix VT) shall
include the time lost and the straight-time earnings associated with that lost
time at a rate not 1o exceed § hours per day or 40 hours per week for local
union officials who are on an excused absence for union business and who
otherwise would be actively at work.

Very truly yows,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confinned:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms, Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

This letter is 0 confirm our discussion of the matter of contracting out
work. During the 1996 contract negotiations, the Company did not agree to
any contractual restrictions on the Company's freedom to contract out
work. The parties, however, recognized the value of having a contracting-
out process that meets the unique circumstances and business conditions
that exist at Cleveland Works. To this end it was agreed that the local
parties would design and implement such a process that is location-specific
and business-based to guide the Company’s decision-making process.
Therefore, at Cleveland Works:

A. A business-based contracting-out process will be jointly developed.
Work will begin on that process within 60 days of ratification.

B. The process will be implemented within 180 days of ratification of
the Agreement.

C. The process will include a monitoring function.

D. The process will be sponsored by the location manager and the top
local Union official or their designees for purposes of support and
direction setting. Where appropriate, and at the Company's
expense, facilitators and other resources will be utilized 1o help
develop and maintain the process.

The attached guiding principles generated during the 1996 negotiations are
to assist in that development. Both parties confirm their intention to
actively and constructively seek innovative solutions to the contracting-out
issue,

Disputes over contracting-out issues shall not be subject to arbitration but
shall be subject to the provisions set forth in Anticle V, Section 15 of the
Labor Agreement.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industial Relations

Attachment

Confirmed:
Richard [saacson
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JOINT CONTRACTING OUT PROCESS
GUIDING PRINCIPLES

A profitable and productive business is the foundation
for employment security and growth opportunity.
Effective participation in performance of work issues by
knowledgeable representatives of management and the
union is essential to the achievemert of a location's per-
formance potential and thus its profitability. In recognition
of these important benefits to the employees and the
business, the following guiding principles for the estab-
lishment of a joint, location specific, business based
contracting out process have been developed.

GUIDING PRINCIPLES
1. DATA AND INFORMATION:

The joint contracting out process must function with as
timely, accurate and complete data and information as is
possible.

a. Time schedules
b. Marv/hours by craft and/or job classification
¢. Overtime levels
d. Human resources allocation
(1) Job security
{2) Layoff
(3) Hiring
(4) Adequate manpower
{5) Support services

e. Cost information including proposed contractor
contract language.

f. Special project criteria

g. Priority & sequence including emergency situa-
tions

h. Time schedule changes

i. Location operating plan information

2. FACTORS:
The fellowing specific factors must be considered for
proper analysis:
a. Optimum utilization of in-plant forces should be a
priority with the committes
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Job security
Need to hire

. People on layoff

Equipment - availability - leasing? - purchase?
Technology and/or unique skill requirements

. Warranty work
. Legal and/or regulatory requirements

Repair and maintenance and/or capital work is to
be considered under this process.

Shelf items; i.e., items available from a supplier's
inventory/catalogue as a stock item and not made
for sole source sale or from blueprints supplied by
the Company.

Bargaining unit/contractor decision criteria

3. SAFETY:

Safety must be given priority consideration by the com-
mittee. ;

a.

Contractor and in-house employees must be held
to the same safety standards and requirements for
the same work.

4. REVIEW/EVALUATION:

The following elements should be considered in the
joint review/evaluation process:

a.

[ e M o i o 5

Data analysis

{1) Computer services
(2) Programs

(3) Data bases

. Quality measurements

. Accuracy of information

. Ongoing review process

. Performance measurements

(1) In-house
{2} Contractor

f. Control procedures
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5. FINANCIAL PLANNING:

Location financial planning and budgeting information
must be considered for long-term working forecasting.

a. Investment criteria (Return on Investment - ROI)
b. Capital budget

¢. Maintenance budget

d. Business forecasts

6. COMMITTEE PROCESS:

The |oint committee must consider and determine the
specifics of its own process.

a. Procedures

b. Function

¢. Joint structure

d. Communication

e. Internal/external resources

7. LOCATION:

In all cases the contracting out process must address
the specific needs of the location it serves.

8. HUMAN RESOURCES:

The joint process should insure that the following
human resource activities are adequate to support the
work forecast:

a. Apprenticeship programs/training
b. Support staff

¢. Adequate manpower/hiring

d. Overtime levels

9. DISPUTES:

The joint committee should establish appropriate prob-
lem-solving procedures for handling disagreements or
disputes arising under the process prior to activation of
the parties’ contractual remedies; i.e., grievance proce-
dure, 5-day notice, etc.

a. Individual work performance decisions
b. Process review and adjustment
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Qhio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue
Detroit, M1 48214
Dear Ms. Bunn:

This will confimm our agreement during 1996 negotiations regarding
Pension Administrative Issues.

1. The Company and Union agree that Pension eligibility will be based on
years, months, and days.

2. The Company and the Union agree to print the Pension Agreement and
Summary Plan Description in a single document.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:
Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

During the 2001 contract negotiations the parties discussed the Union’s
issue of excessive overtime for operating departments of Cleveland Works.
The parties have explored the problem of scheduling employees to work
multiple weeks of seven (7) days and ten (10¥twelve (12) hour shifts for
extended periods. As part of the total resolution of this issue, the Company
commits that it will not mandatorily schedule employees to work more than
two (2) consecutive weckends.

The parties will also define the interpretation and implementation of the
Article X, Section 25, paragraph B language changes and resulting impact
to the overtime distribution process at the plant.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:
Richard Isaacson
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ALCOA, INC,
1600 Harvard Avenue, Cleveland, Ohic 44105

September 30, 200§

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, M1 48214

Dear Ms. Bunn:

During the 1996 negotiations, the parties discussed how the process of
hiring new empltoyees could be simplified to allow more efficient
movement of employees into new positions. The following represents the
parties” agreement on how the new process would operate.

There will be a new production classification, Production Trairee,
established at a job grade six (6). This classification is established only for
new employees being hired into Clevetand Works and is not accessible to
classified employees (Section 37, Section 34, Local Supplements —
Appendixes XXIX and XXX, etc.). New employees will maintain this
classification for their entire probationary period and will be assigned to
available work by the Company. While assigned as Production Trainees,
employees will accrue seniority for benefit purposes. When the new
employes has successfully completed his/her probationary period, he/she
will be placed, by the Company, into a cleared departmental vacancy and
will begin to accumulate departmental seniority in that department as of
the date he/she is assigned. Production Trainees will not be eligible to bid
vacancies or be subject 1o upgrading/downgrading. Production Trainees
will not be permanently placed into a vacancy until the regular bidding
process has been exhausted.,

Additionally, the Union expressed apprehension that the Company would
utilize Production Trainees to arbitrarily restrict currently classified
employees’ access to overtime. The Company reaffirms its intent that
Production Trainees would not be assigned merely for the purpose of
overtime aveidance. It is also the Company’s intent that this process will
assist in more expeditious movement of employees into the classifications
for which they are the successful bidders.

The above classification will be implemented within sixty (60) days of the
ratification of this agreement. The local parties will monitor the process to
assure implementation and continued operation is successful,

Very truly yours,
Kathryn Shen

Manager, Human Resources/Industrial Relatdons

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue
Detroit, MI 48214

Dear Ms. Bunn:

This letter confirms our understanding regarding the offering of Medicare
Risk HMOs to retirees and family members who are eligible for Medicare.
HMOs to be offered will be submitted to the UAW for approval,

It is agreed that such Medicare Risk HMOs will be offered on a voluntary
basis to retirees. Retirees can return to the Alcoa Plan at any time with no
change in Alcoa benefit as it may exist at that time.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confimmed:

Richard Isaacson
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ALCOA, INC. ‘
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
Intemnational Union, UAW
Alcoa Department

8000 E. Jefferson Avenue

Detroit, MI 48214

Dear Ms. Bunn:

There shall be one (1) Local Union Benefits Representative assigned to
Alcoa Inc. Cleveland Works, appointed by the Vice President of the
National Department of the Intemational Union UAW, The Vice President
may also remove the Benefits Representative from his or her position. A
Benefits Representative shall not function before or after a notice of his or
her appointment or removal has been provided to the Employer.

The Local Union President may appoint a temporary replacement to service
for a minimum of one week and a maximum of four weeks.

The time paid to a Benefits Representative shall be limited 1o eight (8)
regular working hours in a day, forty (40} hours per week, at the
employee’s standard hourly wage rate. The duties of the Benefits
Representative shall include:

a. To confer with employees, retirees, beneficiaries, and surviving
spouses who ask to see a Benefits Representative with respect to
legitimate benefit problems under the health, life, disability,
pension, retirement savings, or layoff benefits plans.

b. To order for employees who are absent from, or not at work during
their regular working hours for issues outlined in (a).

c. To write position statements and to complete necessary forms with
respect to an appeal for the denial of benefits or claims in full or in

part.
d. T file material with respect to the benefit plans.

e. To make tetephone calls with respect to legitimate benefit
problems.
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The employer will provide the Benefits Representative with a work area,
telephone and secured files to use so that conversations may be held in
private and confidentially maintained. This shall not preclude the Benefits
Representative from discussing benefits related issues with the affected
employee in his or her work area or that of the Benefits Representative.

During the Benefits Representative’s regular work hours and without loss
of pay, the Benefits Representative may accompany an Employer
Representative for a mutually agreeable joint off-site visit to a local
hospital, an impartial medical opinion clinic or a health maintenance
organization, or similar type joint ventures, with respect to benefit plan
matters.

Any Benefits Representative attending a scheduled meeting with
management at a time other than the Benefits Representative’s regular
working hours, will be paid for the time spent in such meeting at his or her
standard hourly wage rate.

One Benefits Representative attending the Local Union retiree chapter
meeting will be paid for time spent in such a meeting.

During the weekend and off-shift, overtime scheduled in the Benefits
Representative’s equalization group will be made available to the Benefits
Representative according to the overtime policy cumrently in place

Very truly yours,

Kathryn F. Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue
Dewoit, MI 43214

Dear Ms. Bunn:

During the course of our 2001 negotiations the Union requested that the
Company continue to conduct training sessions for new local bargaining
committees and wage evaluation committee members in regards to the
principles, development, and application of the Wage Manual with the
objective being to enhance the understanding of both parties in these areas.

The Company agrees to the Union’s request and will conduct two training
serninars during the life of the 2001 Labor Agreement.

Very wuly yours,

Kathryn F. Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Richard Jsaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

Septernber 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
International Union, UAW
Alcoa Department

8000 E. Jefferson Avenue
Detroit, M1 48214

Dear Ms Bunn:

During our 2001 negotiations, the matter of handling disputes involving an
employee’s return to work from sick leave was discussed. The parties agree
that any such dispute should first be addressed by the Company’s physician
and the employee’s treating physician. If the dispute remains unresolved,
the two physicians shall appoint a neutral third party physician who will
make the final decision as to an employee’s ability to retum from sick
leave. The decision made by the neutral third party physician shall be final
and binding upon the affected employee, the Union and the Company. The
Company agrees to pay the cost charged by the neutral third party
physician.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 2001

Ms. Elizabeth Bunn

Vice President & Director
Intemational Union, UAW
Alcoa Department

8000 East Jefferson
Detroit, MI 48214

Dear Ms. Bunn:

The company shall pay the full cost of core benefits, with sufficient cred-
its 1o cover the below-listed. In health care, the employee may apt out of
medical (including the choice of basic medical), prescription drugs, den-
tal and vision only with proof of spousal coverage. The core benefits are:

Flex Select

Rx — Option 3

Dental — Option 2

Vision

STD - 60%

LTD - 60%

Life — 1.0x annual wages*

AD&D - 2x annual wages*

HMO - Kaiger

*annual wages are base hourly rate * 2,080 hours + target
performance pay (5%) rounded up to the next higher 35,000

The benefits shalk not be changed during the contract, except by mutual
agreement. If the core HMO is no longer available, the company and
union shall jointly select a new HMO as the core benefit.

The confinement requirement for home health care will not be imposed if
there is no medical necessity based on the condition and its related treat-
ment. Treatment will not be covered at home if confinement is not
necessary and such treatment could be provided safely and less expen-
sively in another outpatient setting. Home infusion therapy will be
covered under home health care.

Costs for services routinely covered under the health plans, including
HMO's shall also be covered when they are received as part of an
approved clinical trail.
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The company will make arrangements to reimburse an employee for the
cost of a wig and wig stand for a health plan participant who suffers hair
loss because of a condition such as Alopecia, result of a fire, dermatitis
conditions, tissue or chemotherapy/radiation therapy. Eligibility is limited
10 once per lifetime, except for a child where a new wig is necessary
because of growth.

Under orthotics, one pair of shoe inserts will be covered annually.

Default coverage for individuals that do not enroll will be core coverage
at the family coverage level, where family coverage is applicable.

Pre-Medicare retirees who retire effective January 1, 2002 or later will
have the core option medical (FlexSelect) and drug (Option 3). Medicare
retirees who retire effective January 1, 2002 or later will have the Alcoa
Medicare Supplement for medical (their current coverage) and the core
option for drug (Opticn 3).

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Richard Isaacson
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ALCQOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr, Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations, the Company and the Union agreed
1o allow employees to take up to two (2) weeks of their contractually
entitled vacation in increments of one (1) day at a time. Below are the
guidelines that have been jointly developed by the Company and Union to
be used in the implementation of one (1) day at a time vacation. The below
listed guidelines will be applied consistently and fairly throughout
Cleveland Works.

1. Prior to the scheduling of regular vacations, each employee may
set aside, if he or she so desires, one (1) or two (2 weeks of his or
her contractually entilled vacation to be used as individual days of
vacation.

2. Omce the scheduling of regular vacations begins in an employee’s
area, an employee may not change his or her decision to set aside
ane (1) or two (2) weeks of vacation to be used as individual days
of vacation.

3. Anemployee may not schedule his or her individual days of
vacation until all employees have scheduled their regular weeks of
vacation, Exceptions to this provision will be at the discretion of
management.

4. The company will determine when employees who set aside one
(1} or two (2) weeks of vacation to be used as individual days of
vacation may make their requests as well as when they must be
used by.

5. Employees must make their request for single days of vacation no
less than seven (7) days and no more than thirty (30) days in
advance of the day(s) being requested. All requests will be
evaluated and granted on a first come, first serve basis. Exceptions
to this provision will be at the discretion of management.
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Management will determine the number of employees allowed on
single days of vacation on any given day.

The maximum number of consecutive one (1) day vacations,
which may be scheduled in advance by an employee, will be three
(3) scheduled work days, excluding Holidays. Exceptions will be
at the discretion of management,

Article X (C) (Retumning from Vacation) will apply to empioyees
whe over stay a single day vacation that is connected to a regular
vacation. For employees who over stay properly approved one (1)
day vacations not connected to a regular vacation, the employee
will be considered as having committed a minor infraction under
the Standard Penalties.

Pay for a one (1) day vacation, regardless of the day taken, will be
1/5th of an employee’s week of vacation pay. Single day vacation
days will be counted as a day worked for sixth and seventh
consecutive day purposes,

For pay purposes only, single day vacation days may be applied
retroactively to an absence on any scheduled day of work,
excluding holidays, with the exception of situations where abuse
Is indicated. Such requests must be made prior to 10:00 p.m. on
the Monday following the week in which the absence occurred.

Except for the discipline and pay issues addressed in provisions
#8. #9, and #10, any problems, complaints, or grievances
concerning one (1) day at a time vacations will not be subject to
or handled under the grievance and arbitration provisions of the
Basic Labor Agreement. Instead, such matters will be handled by
the designated representatives of the Company and the Union at
the Plant.

During the term of this Agreement, the above provisions may be
modified, if the parties mutually agree.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis

UAW. Local 1050

2507 Harvard Avenue {Rear)
Cleveland, OH 44105

Dear Mr. Baiis:

This letter confirms the understanding reached between the parties during
our 2001 contract negotiations regarding atendance control.

Each employee’s attendance control peints will be tracked overa
rolling twenty-six (26 week period, commencing with the date of
his/her first absence, tardy or early quit.

Absence, tardy and early quit points will be issued according to the
Attendance Codes listed on the attached sheet. Note that an
employee will be issued one (1) full point if he/she is both tardy
and leaves work early during the same scheduled shift.

An employee is expected to report an absence or a tardy through
the use of the call-off system prior 1o the start of his/er shift.

Should an empleyee receive seven (7) points in a rolling twenty-six
(26) week period, such employee will be counseled regarding
his/her attendance. A company representative accompanied by a
union official will counsel the employee regarding his/her
arendance.

f an employee accumutates twelve (12) points or rore in a rolling
twenty-six (26) week period or an employee is counseled three (3)
times in a rolling twelve (12) month peried, the employee will be
subject to discipline. If an employee is disciplined for accumulating
at Teast twelve (12} points in a rolling twenty-six (26) week period,
the employee’s points will revert back to zero (0). If an employee
is disciplined for receiving three (3} counselings in a rolling twelve
(12) month petiod, the employee’s points and counselings will
revert back to zero (0).

Progressive Discipline for anendance violations will be as follows:
ist Offense:  Written Warning

2nd Offense:  Two (2) Day Suspension

3rd Offense:  Seven {7) Day Suspension
4th Offense:  Thirty (30) Day Suspension
5th Offense:  Discharge
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Attendance related discipline will continue to remain on an
employee's record for a total of three (3) years at which time the
discipline will be removed from the employee’s record and any
other attendance related discipline remaining on his/her record will
roll back one (1) level.

Prior to discipline being issued to an employee for his/her
attendance record, the Labor Relations Deparument will verify the
employee’s attendance against payroll records. After such
verification, the employee's attendance will be given consideration
for: (a) Doctor’s excuse(s) which may validate an illness; (b)
whether the Medical Department sent the employee home; and (c)
FMLA. Other exceptions which will be given consideration are as
foltows: () Excessive overtime; (b) inclement weather; (c¢) whether
emplayee was counseled; (d) employee’s attendance since he/she
was counseled.

If an employes is sent home by the Medical Department, such
employee’s attendance will only be validated for two (2) days after
being sent home, provided the employee does not report to work
within the next two (2} days. Should the employee retarn to work
within the two (2) days, the validation terminates.

Very truly yours,

Kathryn F. Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ATTENDANCE CODES
ATTAGHMENT TO ATTENDANCE POLICY

TYPE

Non-Validated lliness

Personal Business

Scheduled Day Off

Occupational (Company) injury
Non-Qccupational Injury

Union Business

Disciplinary Suspension-Attendance

Holiday

Vacation

Jury Duty

Military Duty

Layoff

Strike

Absent - No Known Reason

Family Leave

Arrive Late/Leave Earty during same scheduled shift
Quit

Return from Layoff

Leave Early

Terdy

Unauthorized Walkout

Validated Sick Leave Dor1
Worked 0
Bereavement 0
Leave of Absence 0
Disciplinary Suspension (other than Attendance) 0
Counseling

3rd Counseling {Attendance Discipline)

:

-5 3Ce 0,000 00000200

Third series of A's in a rolling 26-week period = 1 point
for each day

First and second series of V's in a rolling 26-week period
= No points

Third series of V's in a rolling 26-week pericd = 1 point
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Septemnber 30, 2001

Mr. Dennis Balis

UAW, Local 1050

2507 Harvard Avenue {Rear)
Cleveland, OH 44105

Dear Mr, Balis:

1. This letter confirms our understanding during our 2004 contract nego-
tiations concerning issues related to employees leaving the plant prior
to the completion of their shift without having first received a written
pass from their supervisor. It was agreed that the lollowing process
will be in place during the term of the contract:

2. An employee is not to leave the plant prior 10 the completion of
hisfher shift without having received a written pass from histher super-
visor or the Medical Department. An employee who requests and
receives a written pass from his/er supervisor or the Medical
Department must tum the pass into the guards at Gate #5 or deposit
the pass into the box located at Gate #2. Note: Supervisors will not
prevent an employee from requesting a written pass and leaving the
plant prior to the completion of his/her shift.

3. Ap employee will be issued a writien pass ot subject to discipline for
the following reasons: the employee is ill; the employee has an emer-
gency to attend (o; the employee provides twenty-four (24) hours
advance notice that he/she must leave work early on a cenain day.

= If an employee requests a written pass to leave the plant prior to
the completion of histher shift because he/she is ill, the following
process will be adhered to:

= If an employee informs histher supervisor that he/she is il and
requests a written pass to leave work prior to the completion of
his/her shift, the employee will be directed by his/er supervisor
10 go to the Medical Department for evaluation,

*  If the Medical Department confirms that the employee’s illness is
valid and that the employee cannot continue to work, the
Medical Department will issue the employee a medical pass.

The Medical Department will call the employee’s supervisor and
inform him/her that the employee can no longer work histher
shift. If the employee takes a medical pass, the employee will
not be subject to discipline under the Standard Penalties; how-
ever, the employee still remains subject to the Cleveland Works®
Attendance Control Policy.

*  If the Medical Department concludes that the employee can con-
tinue to work but the employe insists on leaving, the Medical
Department will instruct the employee to return to his/her super-
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visor to get a written pass. The supervisor will issue the
employee a written pass subject to discipline.

4. If an employee requests a written pass 1o leave the plant prier to the
completion of his/her shift because he/she has an emergency to attend
to, the following process will be adhered to:

*  Ifanemployee informs his/her supervisor that he/she has an
emergency to attend to and requests a written pass to leave work
pricr to the completion of his/her shift, the supervisor will issue
the empioyee the pass. Note: The supervisor may request the
employee to bring in documentation to substantiate why he/she
had to leave early.

¢ If the supervisor requests the employee to bring in documenta-
tion, the supervisor must notify the employee that faiture to bring
in documentation may subject the employee to discipline. Note:
If the employee is providing documentation to substantiate a
medical emergency, the employee must submit the documenta-
tion directly to the Medical Department.

*  Iftheemployee substantiates the emergency, he/she will not be
subject to discipline under the Standard Penalties; however, the
employee still remains subject to the Cleveland Works’
Attendance Control Policy.

5. If an employee informs his/her supervisor at least twenty-four (24)
hours ahead of time that he/she will need to leave work early on a cer-
tain day, the following process will be adhered to:
¢ Anemployee who provides his/her supervisor at least twenty-

four (24) hours advance notice that he/she needs to ieave work
early on a certain day will be issued a written pass not subject to
discipline. Note: The employee still remains subject to the
Cleveland Works” Attendance Control Policy.

6. If an employee is not ill, does not have an emergency to attend to
and/or does not provide advance notice yet requests a written pass to
leave the plant prior to the completion of his/her shift, the employee
will be issued a written pass subject to discipline. Note: If an
employee is issued discipline, he/she will not be subject to the
Cleveland Works’ Attendance Control Policy.

7. An employee may refuse a written pass to leave the plant prior to the
completion of his/her shift after he/she has requested it and continue
to work.

Very tuly yours,

Kathryn F. Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

Septernber 30, 2001

Mr. Dennis Balis

UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

In recognition of the Company and the Union's successful effort in
establishing a new Attendance Control Program during the 2001 contract
negotiations, the parties agree to the following:

1. The Company agrees to zero out each employee’s points effective
January 1, 2002, in conjunction with the start up of the new
Attendance Contrel Program. This will be a one-ime occurrence.

2. For employees who have attendance discipline and counselings on
their record as of December 31, 2001, the Company agrees to roll
back their discipline and counseling records one level effective
January 1, 2002. This will be a one-time occurrence.

Very truly yours,

Kathryn F. Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
AW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations, the parties reconfirmed their
understanding concerning the scheduling of employees within a
classification during work weeks of less than five days:

In settlement of Grievances, 1631, 1632, 1633, 1634, 1635, 1636, 1638,
1639, 1641, 1642, 1644, 1660, 1661, 1662, 1664, 1665, and 1667, the
Company is willing to give primary consideration to company senicrity in
scheduling within a classification work weeks of less than five (5) days.

It is understood that employees scheduled must be able 1o perform the
available work. If such scheduling continues for more than four (4)
consecutive weeks, the Company will meet with the Union for the purpose
of determining whether such scheduling should continue.

Tt is understood that satisfactory arrangements have been made in certain
areas (Hot Inspection in H Plant and L Plant Inspection, ie., rotation) and
that these amangements will not be changed.

It is also understood that there will exceptions to this general rule.
Exceptions such as:

1. A crew working on a specific job assignment will not be broken up
to satisfy the requirements of this general rule.

2. An individual working on a specific job assignment on which he
has gained a special proficiency because of a relatively long run
will continue on such an assignment without regard to the general
rule above.

3. An individual or a crew working on a job assignment where
continuity is required (i.e., making a die or permanent mold) will
continue on such an assignment without regard to the general rule
above.
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The Company is willing to advise the Union when such exceptions are to
be made.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relaions

Confirmed:

Dennts Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

Septemnber 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties reconfirmed their
understanding concerning shift preference for members of the UAW, Local
1050, Bargaining Committee.

The Bargaining Committee, consisting of the President, Vice-President,
Recording Secretary, Works Engineering Plant Chairperson, Forge Plant
Chairperson, and Wheel Plant Chairperson, shall be granted preference to
work on the fitst or day shift as defined in their respective departments if
operating requirements permit and the Union Official involved is capable of
doing a job which is available in histher classification. The determination of
applicability of this understanding shall be made by the Company.

This understanding can at any time be modified by mutual agreement or be
terminated thirty (30) days after either party gives written notice of intent to
terminate 1o the other party.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 200} contract negotiations, the parties reconfirmed their
understanding concerning local shift preference agreements for union officers
and representatives.

1. Plant Chairmen have preference to work the day shift,

2. Vice Chairrnen have shift preference for the shift which they held at
the time of election.

3. Chicf Shift Stewards have shift preference for the shift which they
were clected to represent,

4. Top Seniority Stewards (one in fifty) have shift preference for the
shift which they were elected to represent.

5. Not more than one union official in a department or unit who has
shift preference may exetcise this preference unless they were elected
to represent different physical location on that shift.

6. Based on operating requirements, the Company will try 10 avoid the
assignment of a sole Departmental Steward to an area other than that
1o which he has been elected. (This applies only to the Forge Plant.)

Nane of the above understandings shall be exercised unless operating
requirements permit and the union official is capable of doing a job which is
available in his department or area.

The above understandings can at any time be modified by mutual agreement
or be terminated thirty (30) days after either party gives written notice of
intent to terminate to the other party unless they are elsewhere set forth in a
superseding document.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Clevaland, Chio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties reconfirmed their
understanding conceming employees reporting for work and remaining at
work after being engaged in union affairs prior to the start of their shift.

It is understood between the parties that employees who are engaged in
union activity prior to the scheduled starting time of their shift shall report
for work at the start of their shift, or as soon thereafter as possible, upon the
conclusion of the union business. The Union, of course, must clear such
late reporting through the normal established procedures.

It is understood that such employees reporting for work after being
involved in union affairs, shall work until the end of their shift or until such
time as their assignments have been completed, barring unforeseen
circumstances such as, for example, an illness where the employee might
legitimately request to be relieved of his assignment and leave the premises.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, Prestdent
UAW, Local 1050

2507 Harvard Avenue (Rear}
Cleveland, OH 44105

Dear Mr, Balis:

During the 2001 contract negotiations, the parties discussed the issue of
shift preference. As agreed, shift preference within a classification will be
granted to properly trained employees based on company seniority subject
to the scheduling and operating requirements of the works. It is understood
that this plan does not apply to departments or plants where continuous
operations, i.e., boiler house, are scheduled or to departments or plants
where rotating shifts, etc., are scheduled.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

This will confirm our understanding reached during our 2001 contract
negotiations regarding Temporarily Assigned Supervisors (TAS).

The parties have agreed that the intent of TAS is to fill in during vacations,
temporary absences and temporary vacancies of salaried supervisors. It is
agreed that an employee will not work as a TAS more than six months in any
rolling twelve-month period.

When a TAS position is in effect for two consecutive four-month terms in a
rwelve-month period, the Company must notify the Bargaining Committee of
their intent to cease using TAS's to fill the position.

An employee upgraded to TAS will be charged all overtime hours worked as a
TAS. A TAS may not be scheduled to work overtime in his/her classification
during the payroll week that he/she is acting as a TAS. However, a TAS may
be scheduled 1o work overtime as a termnporary foreman during the payroll
week that he/she is acting as a TAS regardless of hisher position on the
overtime charging list.

The Company agreed to provide Local 1050 with a monthly report on the
usage of temporary supervisors. This report shall be submitted by the tenth
day of each month and shall cover the preceding menth. Each report shall
contain the clock number and name of each temporary supervisor and the
period of time served by each temporary supervisor during the month.

This will also confirm that temporary supervisors will not be permitted to
issue discipline to bargaining unit employees nor appear as Company
witnesses at grievance/arbitration hearings.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties discussed continvation of
the process to work with employees who, through the course of performing
their job duties, experience extra ordinary deterioration of their safety
shoes.

Both parties agree that a successful process (o replace deteriorated safety
shoes was put into place after the 1996 negetintions and that such process
will continue with no diminishment in the level of service during the life of
this labor agreement.

Very truly yours,

Kathryn Shen
Manager, Human R ces/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

Septernber 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the course of the 2001 contract negotiations, the parties discussed
the subject of safety discipline relative to safety rule infractions. The
Company reaffirms its commitment to provide safety training for the
workforce with assistance and support from the UAW Safety Chairperson
and the UAW Departmental Safety representatives.

The Company alsc agrees 10 continue the concept of not disciplining for
“no-fault” safety violations, in the event an employee violates safety rules
and/or regulations due to inadequate and/or lack of training. In such cases,
the Company will ascertain that proper instruction is then provided. In
addition, if an employee is injured or involved in an injury free event, the
Company will conduct a thorough investigation with the assistance of the
UAW Safety Chairperson or his/her designee. If discipline involving time
off is being considered, the UAW Safety Chairperson or his/her designee
witl be informed prior to the issuance of discipline.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

This letter will confirm our understanding reached during our 2001 Local
Negotiations regarding the improvement of our Employee Assistance Program
{EAP).

The parties have agreed to form a Joint EAP Steering Commitiee made up of
an equal number of representatives from both the Company and Union, not to
exceed a total of six {6} representatives appointed by each party. It is
understood that if the number of representatives from either the Company or
the Union falls below six (6), a new member or members will be appointed
and notification will be given to the applicable party.

Joint EAP representatives will be well rained, dependable, and honest
individuals who will strive to achieve EAP centification. Using internal and
external resources, the Steering Committee will work together to heighten the
awareness of the Employee Assistance Program at Cleveland Works and seek
to provide the most effective assistance possible for the workforce. In
addition, the Committee will focus on addressing EAP issues such as defining
“for cause™ guidelines, providing awareness training, benchmarking and other
businesses’ programs, and promoting EAP through increased communications
and advertising. The Company will assume the responsibility of all costs
incurred for training and certification purposes.

The parties are committed to the pursuit of this effort and to obtaining the
required support from their respective leadership to enhance the success of our
Employee Assistance Program,

Very truly yours,
Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis

See Attachment: ALCOA/UAW EAF POLICY
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ALCOA/UAW EAP POLICY

This policy is intended to reinforce and enhance the
existing Employee Assistance Program (EAP) currently in
place at the Alcoa Cleveland Works facility in conjunction
with the United Automobile, Aerospace, and Agricultural
Implement Workers Union {UAW) Local 1050.

Alcoa and UAW Local 1050 agree to cooperate to fur-
ther develop and implement an EAP program. It is also
understood that this cooperation will be within the frame-
work of the existing contractual agreement between the
parties. The EAP committee will have equal representa-
tion from the union and management. Together, they will
equally coordinate the programs’ functions.

Alcoa and UAW Local 1050 recognize that Alcoholism
and Drug Abuse are treatable diseases, and that other
personal problems such as physical illness, mental or
emational illness, finances, rarital or family distress, or
other concems are also treatable human problems.

The parties fully understand that these problems either
singularly or in any combination can affect an employee’s
job performance, safety, attendance, personal and family
well being.

The primary objective of the EAP program is to provide
effective assistance and treatment to those individuals in
need and to help Labor/Management deal more effec-
tively with employees’ problems.

The parties will mutually embark on an effori to
anhance the Employee Assistance Program as a possible
alternative to the normal labor relations process, in order
to:

— Identify the problem at the earliest possible stage.

— Insure the utmost confidentiality.

— Motivate the employee to seek help.

—_ Direct the employee to the most appropriate and
adequate medical, rehabilitative, counseling services
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and/or other services as may be necessary to resolve
their problems.

— Provide assistance for the employee’s spouse and
family members to help with their own problems or to
help them cope with the employee's problem.

— Train supervision on how to recognize problem situ-
ations and how to offer EAP assistance and help provide
employees with Union/Company follow up after return to
work, as well as during and after treatment.

— UAW Local 1050 agrees to train stewards and union
officials to refer employees to EAP representatives.

An employee’s involvement in the EAP program will not
result in, or prevent the occurrence of discipline, nor will it
jeopardize his/her job security and/or promotional oppor-
tunities. The EAP program is strictly voluntary. THIS EAP
PROGRAM IS TO HELP, NOT HARM. IT IS DESIGNED
FOR THE REHABILITATION, NOT ELIMINATION OF
THE EMPLOYEE.

Nothing in this statement of policy is to be interpreted
as constituting a waiver of management's right to take
disciplinary action or the Union's right to the grievance
procedure within the framework of the cortractual agree-
ment.

All problems and records handled through the EAP
program will be treated in a strictly CONFIDENTIAL man-
ner.

The joint Labor/Management EAP committee shall pro-
vide assistance to all Cleveland Works employees, both
salary and hourly. Salary employees should be encour-
aged to serve on the EAP committee.

Program design and implementation will be jointly
reviewed for concurrence and agreement by the parties.
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohic 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Clevetand, OH 44105

Dear Mr. Balis:

This will confinm our understanding reached during our 2001 contract
negotiations regarding the issue of dispensary coverage.

As agreed, the Company will provide dispensary coverage whenever a
minimum of 200 bargaining unit employees arc scheduled to work a shift.
The above indicated coverage will be twenty-four (24) hours per day
provided that a sufficient number of bargaining unit members are present
on each shift. When said coverage will not be provided, the Company will
notify the UAW Safety Chairperson or his/her designee as soon as possible.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohic 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 Local Negotiations the parties discussed the issue of child
care concemns of our employees and Local 1050 members, In these
discussions the parties identified the need for additional information
regarding the needs of employees, costs, and the types of child care options
that are available.

To provide the opportunity to properly obtain and evaluate the above
information the parties have committed to continue work on the subject
following the successful completion of the 2001 contract negotiations.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

Dring the course of the 2001 contract negotiations, the parties discussed
the current food service operations at Cleveland Works. The parties agreed
to establish a committee, consisting of Union and Company representatives
that will meet with representatives of the food service vendor for the
purpose of monitoring food service, The Union will name four (4)
representative members to this Food Service Committee.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 200t

M. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

This leter confinms our understanding during our 2001 contract
negotiauons concerning emergency lunch money. OQuilined below are the
provisions under which emergency lunch money will be provided 1o both
maintenarice and production employees when it is necessary for them to
work overtime because of an emergency that could not be foreseen on the
previous day whereby employees could be so notified and provide their
own lunches.

1. Employees will be paid emergency lunch money when required to
work two and one-half (2 1/2) hours overtime without notification
prior to the start of their regular shift.

2. Emergency Junch money will be $4.00.

3. Employees will be reimbursed at the start of their emergency
overtime,

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avemie {Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 20 contract negotiations the parties discussed the process for
determining employees’ shift preference and bidding rights. The following
procedure has been agreed to by the Company and the Union:

SHIFT PREFERENCE

1. When empioyees are competing lor shift preference within a
classification, the employee with the greatest Company Seniority
will be given preference.

2. If employees competing for shift preference have identical
Company Seniority, the employee with the greatest Departmental
Seniority will be given preference.

3. If employees competing for shift preference have identical
Departmental Seniority, the employee with the lowest last four (4)
digits of their social security number will be given preference.

BIDDING RIGHTS

1. Bids will be awarded consistent with the agreed to terms
established a1 Alcoa Wheel and Forged Products, Cleveland Works.
This document is not intended to alter existing bid rights. However,
if employees competing for bids have identical sentotity as defined
by the existing bid rights, the employee with the lowest last four
(4) digits of their social security number will be given preference,

This agreement constitutes the entire agreement between the parties.
Very truly yours,
Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Ohio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties reconfirmed their
understanding concerting permitting summer hiring in production areas at
the Cleveland Works under the following conditions:

1. Summer college students hired will be classified in a special labor
pool in the Forge Plant separate from all existing classifications
and depantments.

2. These employees will be temporarily assigned for the summer
period to the jobs in which they are needed.

3. These employees shall have no shift preference.

4. These employees shall be allowed to work overtime ina
classification or department to which they are temporarily assigned
after all scheduled staff on the overtime day.

5. These employees shall have no bidding or transfer rights under
Article XVII, Section 37, or Anticle 28, Paragraphs C through G,
from May 1 10 September 1 of any applicable year that summer
college students are utilized.

6. The Company shall supply the Union with 2 listing of all
employees covered by this Agreement.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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FORGE PLANT OVERTIME AGREEMENT

ARTICLE I - SCHEDULING

A. In order to distribute overtime as equally as possible,
overtime will, when operating requirements so permit,
be offered to those employees credited with the least
amount of overtime hours.

1. When a scheduling situation exists where more
than one individuat is charged with an equal
amount of overtime hours within a classification,
the individual or group of individuals who normally
perform the proposed work may be scheduled. No
distinction for scheduling purposes will be made
among employees whose accumulated overtime
hours are within twelve (12} hours.

2. Preference to work their regular shift will be given
according to company seniority to the employee
eligible for overtime assignment provided that their
regular shift is scheduled for overtime.

a. This shift preference will not extend to any shift
other than the employee’s regular shift.

b. This preference will not apply to assignments
made to fill a vacancy created by a refusal
unless the refusal occurs before the beginning
of the second shift on Thursday.

¢. If additional unclassified employees are needed
in a classification, shift preference will be given
to the classified employees before any unclassi-
fied employees.

d. In the event that less than the full complement
of a classification is scheduled, preference to
work other than an employee's regular shift, if
openings are available on a more desirable shift,
will be issued according to seniority.

B. Foreseeable weekend overtime schedules will be
posted on the preceding Wednesday.

C. Preference to work the seventh consecutive day will
be given to those employees scheduled to work the
sixth consecutive day.
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D. In situations where more people are needed to work in
a given classification than are available in that classifi-
cation, the company will give a classified employee
the opportunity to work in excess of eight (8) hours of
overtime before offering such overtime to non-classi-
fied employees. Employees interested in working
more than eight (8} hours of overtime shall notify their
supervisor in writing on the Thursday preceding the
weekend. It is the employee’s obligation to check with
the supervisor at the start of his/her next shift to deter-
mine if last minute opportunities for additional
overtime exist. If more employees have signed for
extra overtime hours than are needed, the low over-
time employee will be scheduled. If more people are
still needed, the Compary will offer overtime to quali-
fied persons in that particular line of progression first
and then, finally, to qualified persons in the plant.

E. In the event of a vacancy caused by the failure of an
employee to report for work on an overtime day, or fail-
ure to provide notice prior to leaving work on the
Friday prior to the weekend, the supervisor will
attempt to fill the vacancy by going first to the classi-
fied employees in the plant, then by going through the
line of progression and finally from the work force
present in the plant regardless of classification or
department. If notice is given during the employee's
regular shift on Friday, the supervisor will make every
effort to fill the vacancy. In instances where an
employee leaves early for any reason, the vacancy
may be filled at the supervisor’s discretion from the
available manpower present.

F. Work assignments that are scheduled for a holiday will
be issued according to seniority within a classification.
A senior emplayee may refuse a work assignment on
a holiday and still be eligible for holiday pay if the des-
ignated quota for histher particular classification is
subsequently filled by employees of lesser seniority.
However, if every employee in the classification is
offered the work, and the quota is still not filled, the
junior employee will be scheduled.

176



G. f there is overtime to be scheduled on a weekend fol-
lowing a Thursday and/or Friday holiday, preference to
work the overtime will be given to those employees
who worked on the holiday unless otherwise agreed to
by the Company and the Union.

H. An employee who has excused absences during a
week for jury duty or bereavermnent shall be scheduled
for weekend overtime work if the employee notifies
his/her supervisor of his/her desire to work before the
end of their shift on Wednesday prior to the weekend.

ARTICLE I - CHARGIN

A. General Rulgs

1. All overtime offered within an employee’s classifi-
cation will be charged provided it is offered at least
two (2) hours prior to the end of his/her shift.

2. Overtime that is worked out of an employee's clas-
sification but which is performed within that
employee's departmental line of progression will be
charged.

3. Notwithstanding the above, daily overtime per-
formed for less than one (1) hour will be considered
incidental and will not be charged provided it is
worked at the end of the employee’s regular shift.

B. For the purpose of calculating overtime hours to be
charged, the following method will be used:

1. Daily overtime and sixth consecutive day: 1.5 hours
for each hour.

2. Seventh consecutive day: 2.0 hours for each hour.

3. No overtime hours will be charged for work per-
formed on a holiday, except of course, any hours
worked over eight (8) hours for which an employee
will be charged 2.5 hours for each additional hour
worked.

4. Employees who accept overtime on a partial
schedule and do not report for work will be
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charged double hours for the time missed. Only a
major problem will constitute an excuse.

5. An employee who is absent or not available for
scheduling within his/her classification regardless
of the reason will be charged.

6. An employee who has physical limitations will be
charged if he/she works, but will not be charged if
suitable work is not available.

7. An employee may refuse to work two (2) consecu-
tive shifts or alternate shifts {eight (8} hours off
between shifts) and not be charged.

ARTICLE 1§l - GENERAL

. The overtime record for each department will be main-
tained in the supervisor's office. It will be available for
review by the employees on a reasonable basis so as
not to cause any unnecessary interference with pro-
duction. In departments where overtime records are
maintained by Data Processing, one copy of the cur-
rert tape will be given weekly to the departmental
steward upon request.

. Overtime balance for each employee will retum to zero
on January 1 of each year. At this time, overtime will
start by seniority within the classification.

. Whenever an employee enters a new classification
he/she will be charged with the average of the over-
time hours within that classification.

. Whenever any employee returns from layoff he/she will
be placed on the overtime list as follows:

If he/she has been laid off for a period exceeding
six (6) months, he/she will be charged according to
paragraph (C) of this article. If he/she was laid off
for a period of less than six (6) months, the
employee's hours will be averaged or he/she will be
assigned the hours charged them at the time of
his/her layoff, whichever is greater.
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ARTICLE Il (Cont'd.}

E. Newly hired employees will not share in partial over-
time for the first thirty (30) calendar days of
employment unless all employees within their classifi-
cation are scheduled, including extra hours to
classified older employees and more employees are
needed in that classification.

F. It will be the responsibility of each employee to submit

his/her current telephone number to the Employment
Office.

FOR THE COMPANY: FOR THE UNION:
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PRODUCTION/MANUFACTURING
CONTRACTING OUT PRINCIPLES AND
PROCEDURES
IMPLEMENTATION AGREEMENT

PREAMBLE

The Company and the Union recognize the seriousness
of contracting out. Therefore a contracting out notification
process has been developed. Accordingly, the Company
and Union hereby agree to implement the below listed
guiding principles and procedures in order to establish a
joint, location specific, business based, contracting out
notification process.

JOINT CONTRACTING OUT COMMITTEE

1. The responsibilities for implementing and adminis-
tering this contracting out process will be vested in
the Joint Committes on Contracting Out (J.C.0.C.).
This Committee will be established for the life of
this Agreement, and shall consist of equal repre-
sentation from Management and the Union.
Membership of the Joint Committee on
Contracting Out will be no mare than six (6).

NOTIFICATION

2. Whers it is deemed necessary to contract out work
that is normally done by the bargaining unit, the
Company will issue the Union members of the
J.C.O.C. (hereinafter referred to as the Unicn) a
contracting out notice in advance of its final deci-
sion to contract out work and/or projects. Such
notice will be in writing and will advise the Union of
the location, type, scope, duration and timetable of
the work to be performed, so that the Union can
adequately make a decision on the involved con-
tracting out matter(s). In the event that business
needs or emergency requirements prevent such
timely notice, the Company will contact the Union
as soon as practicable and orally inform them gen-
erally of the involved situation,

3. Notice will generally contain the information set
below:
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a. Location of work
b. Type of work
c. Estimated duration of work and completion date

4. Should the Union believe discussion to be neces-
sary concerning a contracting out matter, they may
request, in writing, within one (1) day after receipt of
such contracting out notice, 2 meeting with the
Company, and such meeting will be held within fif-
teen (15) days of such request, unless the
Compary and Union mutually agree o hold the
meeting at a later time.

5. Within five (5) days (excluding Saturdays, Sundays,
and holidays) after the Company and Union's meet-
ing to discuss work covered in the contracting out
notice, the Union may file a grievance concerning
such work. The grievance will be entered directly
into the 2nd Step of the grievance procedure. Both
parties agree that the Joint Contracting Out
Process Guiding Principles, as described in the
Basic Labor Agreement, as well as this Agreement,
will serve as the rules and/or guidelines concerning
all contracting out matters.

QUARTERLY MEETING

6. The Company and Union will meet guarterly, unless
otherwise required by either party, to discuss con-
tracting out matters. At such meetings, the
Company will review with the Unicn its plans con-
ceming work it intends to contract out and the
reasons why. The Company will give full consider-
ation to comments and/ocr suggestions hy the
Union and to alternate plans proposed by the
Urion for the work to be performed by the bargain-
ing unit.

ANNUAL MEETING
7. The Company will meet annually with the Union to
review capital/project work and/or extended con-
tracting out type work for the upcoming year.
Perfodic status meetings may be held at either

party’s request,
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ARTICLE V, SECTION 15

8. Disputes over contracting out issues will not be sub-
ject to arbitration but will be subject to provisions set forth
in Article V, Section 15 of the Basic Labor Agreement.

Agreed to this day of

FOR THE COMPANY: FOR THE UNION:
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 2001

Mr. Dennis Balis, President
UAW, Lacal 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties agreed to reconfirm the
understanding concerning the Start-Up Procedures in the Forge Plant.

The Company has reviewed the various Start-Up Procedures in the Forge
Plant and based upon the understanding reached with the Union during the
1965 Contract Negotiations, (i.e., that the Company would give the Union in
writing the Forge Plant Start-Up Procedures) the Company has set forth in
writing the present procedures for making assignments to Forge Plant
employees within their classifications, (as well as to other classifications
under certain conditions). It should be understood that the below listed pro-
cedures are only listed in order to clarify for both the Company and the
Union the procedures generally followed in the start-up of a shift,

1. Assignments during the first hour of the shift.

a.  Under nomal circumstances, there should be sufficient work
available in those assignments normally associated with a
classification so that all employees in the classification may
be assigned to such work. In this case, the supervisor makes
assignments to best utilize the available manpower without
regard to the relative seniority of individuals within the clas-
sification,

b. In the event there is an insufficient quantity of work available
to utilize the entire complement of those employees in the
classification, the more senior (company seniority) employ-
ees within the classification are assigned to the available
work.

c. At the start of the shifi, if it is necessary to temporarily assign
to a higher classification, an employee who has been reduced
from that classification and presently working in the depart-
ment shall be afforded the opportunity for the upgrade. At the
start of the shift, consideration will be given to the most sen-
for man in the classification below the one in which there is
te be a temporary assignment, providing no employee then
working has restoration rights to such classification, This is
0ol 1o guarantee that the most senior man wili automatically
get the assignment.
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Those employees with less company seniority not assigned
within their classification displace less senior employees in
the next classification below in the line of progression pro-
vided such employees have sufficient ability to perform the
assignment. If it is deemed necessary, this dis-placement pro-
cedure continues down the line of progression until the least
senior employees in the classification at the bottom of the line
of progression are assigned 10 a classification in another line
of progression or department as such employee can best be
utilized.

The above procedure is applied either at the beginning of a
shift or during the first hour after the shift starting time, in the
event there is insufficient work scheduled in the classification
to utilize all employees in the classification. The above proce-
dure is also applied if a breakdown of equipment or machines
occurs or repair and maintenance are necessary, elc., which
would dictate a shutdown for a duration of time that would
reasonably dictate that the procedure should be applied. Also,
if there exists the reasonable expectation that the work load
will be depleted, or a shutdown of machines or equipment
will occur during the first hour of the shift the above proce-
dure is applied.

2. Assignments subsequent to the first hour of the shift.

a.

In the event the work within the classification to which an
employee (or employees) has been assigned is exhausted or
that supervision determines that such an assignment should
not be continued at that time, or if a breakdown of machines
or equipment OCcurs, or repairs and maintenance are deemed
necessary, the employee (or employees) affected is often
assigned to any available work for which it is determined the
employee can best be utilized. Such assignment is made either
within the classification if such work is available, or to avail-
able work in another classification or department.

An assignment as outlined above is made without regard to
the Company seniority of the employee affected, or without
regard to the relative seniority of other employees in the clas-
sification.

Employees in the Industrial Truck Driver classification in the
Truck Department are assigned work in other classifications
or departments on the basis of company seniority in the event
the work load for the classification is depleted to the point
where the full complement of employees in the classification
cannot be utilized.
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3. Employees reporting to work within the first hour of the shift.

a [n the event an employee reports to work late, but within the
first hour of the shift, he will be assigned in accordance with
Paragraphs la through e of the Start-Up Procedure.

b.  Should an employee be more than one hour late afier the start
of his shift and his supervisor has work necessary for per-
formance, the employee will be so assigned. Such assignment
will be made without regard to the classification or the com-
pany seniority of the tardy employee or without regard 1o the
relative seniority of other employees in the classification.

4. Inthe event production requirements or man loading requirermnents
dictate that the normal start-up procedure cannot be reasonably
adhered to, the Company is willing to discuss any changes to the
start-up procedure with the appropriate Union official.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cleveland, Chio 44105

September 30, 2001

M. Dennis Balis, President
UAW, Local 1050

2507 Harvard Avenue (Rear)
Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotistions the parties agreed to reconfirm the
following:

1. The posting for forger trainees will not specify “open or closed
dte”™ forger. Upon completion of the forger training program. the
Company will assign the classification of ““open or closed” die
forger.

2. When a vacancy occurs in the “open or ¢losed” die forger
classification, it shall be posted for three (3) working days so all
classified “open/closed” die forgers may apply for the vacancy.
Consideration shall be given to applicants on the basis of
department seniority. Incumbents of the classification will enly be
afforded two (2) such moves during their employment.

Very truly yours,

Kathryn Shen
Manager, Human Resources/Industrial Relations

Confirmed:

Dennis Balis
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ALCOA, INC.
1600 Harvard Avenue, Cieveland, Qhio 44165

September 30, 2001

M. Dennis Balis, President

UAW, Local 1050

2507 Harvard Avenue (Rear)

Cleveland, OH 44105

Dear Mr. Balis:

During the 2001 contract negotiations the parties agreed that the Forger

Training Standards Agreement dated Tune 11, 1996 and its addendurm will
remain in effect for the life of the contract.

Very truly yours,

Kathryn Shen

Manager, Human Resources/Industrial Relations

Confirmed;

Dennis Balis
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FORGER TRAINING STANDARDS

Agreed to Between

ALCOA, INC.
CLEVELAND WORKS

and

INTERNATIONAL UNICN,
UNITED AUTOMOBILE AEROSPACE AND

AGRICULTURE IMPLEMENT WORKERS OF
AMERICA

and

UAW LOCAL NO. 1050

Effective 1996 June 11
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TRAINING STANDARDS

The following Forger Training Standards covering the
employment and training of Forger Trainees have been
agreed to by the ALCOA, INC., CLEVELAND WORKS,
and the INTERNATIONAL UNION, UNITED AUTOMO-
BILE, AEROSPACE AND AGRICULTURAL IMPLEMENT
WORKERS OF AMERICA, and its LOCAL UNION UAW,
LOCAL 1 050.

PURPOSE

The purpose of these Forger Training Standards is to
make certain that extreme care is exercised in the
selection of applicants and that methods of training are
uniform and sound, with the result that they will be
equipped for profitable employment and to further the
assurance to the Company of proficient Forgers at the
conclusion of the training period.
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